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ABSTRACT 
 
The goal of this work is to critically illustrate how the lack of diversity in Human 
Resource Development (HRD) is supported in different contexts, which may be a variable in the 
lack of Black Americans pursuing the field.  This work will attempt to ferret out interpretations 
between the differences of diversity in comparison to that of race because those realms, while 
closely interchangeable, are often misguided in their use.  In conjunction, this work will raise 
concerns regarding the field of Human Resource Development’s behaviors that unknowingly 
perpetuate adverse effects for Black emerging scholars.  This study explores how the diminished 
perspectives of Black voices alter principle foundations of HRD and explore the potential plight 
of HRD without those voices being heard.  Lastly, this work will provide some inclusive 
suggestions to improve the attraction to and involvement of HRD amongst emerging Black 
scholars.  The following questions will inform this research: 1) How do Black HRD graduate 
students perceive diversity in the field of HRD?  2)  How do Black HRD graduate students 
perceive the field of HRD inclusive of Black American voices?    3)  To what extent do Black 
HRD graduate students deem the lack of Black Americans in the field of HRD cause for 
concern? 
This study will be conducted to better understand diversity of Human Resource 
Development within the purview of the author.  While utilizing an autoethnographic approach 
conjoined with Critical Race Theory (CRT) as the foundation of this work, the perspectives of 
graduate students in the HRD program who self-identify as Black American will also be utilized. 
Autoethnography will allow for personal experiences to support those of other students while 
CRT provides for support in relation to the vital aspect of storytelling from the perspectives of 
Black American doctoral students.  This proposal provides background for the study by outlining 
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the need of diverse Black perspectives in HRD. This proposal also describes the methodology for 
the study: how cases will be selected, strategies for validity and reliability, discussion of ethical 
issues, and the process of collecting and analyzing data for purposes of answering research 
questions. References and an appendix include copies of the Internal Review Board approval as 
well as proposed informed consent forms. 
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With a lift of his chin and a bit of a grin, 
Without any doubting or quiddit, 
He started to sing as he tackled the thing 
That couldn’t be done, and he did it. 
 
There are thousands to tell you it cannot be done, 
There are thousands to prophesy failure, 
There are thousands to point out to you one by one, 
The dangers that wait to assail you. 
But just buckle in with a bit of a grin, 
Just take off your coat and go to it; 
Just start in to sing as you tackle the thing 
That “cannot be done,” and you’ll do it. 
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CHAPTER 1:  INTRODUCTION 
 
 In previous work, I drew upon personal reflections experienced at the 2014 Academy of 
Human Resource Development (AHRD) Conference in Houston, TX.  Found in that work 
(Johnson, 2014, deposited in September 2014), I wrote the following:   
“In summation, my experiences at the Academy of Human Resource Development 
Conference were very positive.  Not only was I able to create positive relationships with 
other young scholars from across the country, but I was able to engage in discourse with 
professionals in the HRD field that provided fundamental tools and suggestions for 
future navigation along my academic journey.  Most importantly, however, was having 
the opportunity to engage in conversations and participate in seminars that utilize 
Human Resource Development as a foundation for social improvement in the lives of 
those less fortunate.  The view from my lens has always been geared towards aiding and 
assisting marginalized people and I was fascinated to learn how others juxtapose HRD 
with social issues.  My experience at the AHRD Conference helped to reaffirm my 
perspective regarding Human Resource Development and provided an avenue to 
network with additional resources as my scholarly pursuit continues.” 
 
Although meeting colleagues in Houston who share similar sociocultural perspectives 
was enlightening, the breadths of my experiences were not without some reservation. After 
arriving in Houston early to participate in several pre-conference sessions for graduate students 
facilitated by faculty from around the world, I quickly noticed there was only one other person in 
the pre-conference sessions that looked like me.  As Byrd (2009), Hess, Auman, Colcombe, 
Rahhal (2003) and others suggest, being African-American (member of a marginalized group) 
often means being the minority in varied contexts, so I anticipated that the ratio would improve 
in the coming days.  In all, of the 440+ attendees (AHRD, 2014), there were less than ten Black 
American participants at the conference, which is approximately less than 2.5% of the total 
attendance.  This summation was comprised of graduate students (doctoral and master’s degree-
seeking), faculty, practitioners, staff associated with event planning and organizations providing 
marketing material (i.e. ATD).  As I anticipated the participation in the 2015 AHRD conference 
in St. Louis, MO, I was expecting lower numbers of Black participation and the conference did 
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not disappoint.  In total, there were six Black attendees at the St. Louis conference amidst several 
hundred participants - two of which travelled with me.   
For me, these experiences presented several interesting personal conundrums and 
questions concerning the plight of Human Resource Development.  If a first-time attendee 
notices that there is a lack of Black HRD students in the field, who else is aware? What is being 
done to counterbalance its significance?  Does the field of HRD even deem the lack of Black 
students in the field to be a problem?  A lack of Black students in HRD would undoubtedly 
impact those in academia, but is this an indication of a lack of Black HRD practitioners as well? 
As the tenants of Human Resource Development gain significant traction and notoriety for areas 
of focus like diversity (Bierema, 2010a; Bierema, 2010b; Hite & McDonald, 2010), strategy 
(Garavan, 2007; Gilley & Gilley, 2002; Grieves, 2003), leadership (Byrd, 2007; Busk & Heard, 
2012; Kim, 2007) and training (Barlett, 200; Lim, 2000; Wilson, 2013), how can the field of 
Human Resource Development not recognize the lack of Black-American voices at the 
conference or in the field as a concern?   
Being Black, these are likely issues that are of more significant importance to me because 
no day goes by that I do not orient my experiences within the contexts of race; however, I would 
suspect that this concern would be equally important to both the Academy of Human Resource 
Development and the field of HRD.  Not only because Black perspectives in HRD will enrich the 
field, but simply because work conducted in institutions of higher learning (educators) and 
organizations (practitioners) will also engage future generations and who knows the Black 
perspective better than Black people?  However, with so few Blacks in HRD at a higher 
education level, opportunities to shed light on important aspects of Human Resource 
Development from a varied stance are minimal at best.  These questions and others like it are the 
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basis of this work.  More specifically, this work will investigate Human Resource Development 
critically and bring to the surface aspects about the relationship between Black Americans and 
HRD that may not have been previously considered.  
 
HRD Is Not Inclusive of Black Americans 
 
“The paradox of education is precisely this – that as one begins to become conscious one begins 
to examine the society in which he is being educated.” 
James Baldwin (1963) 
 
In anticipation of writing a piece that potentially admonishes the field of HRD, I wanted 
to be able to provide validity to my speculative position that HRD lacks Black voices.  Thus, I 
contacted the Academy of Human Resource Development (AHRD), which is the governing 
society of the field, to obtain potential demographic information from conference attendees.  
This way, I could potentially reaffirm or disprove my own allegations that the field lacks diverse 
Black scholars and practitioners, which equates to depleted Black perspectives.  After several 
emails, the AHRD representative advised that demographic information was not kept and 
rhetorically asked, “Do you think that this is something that we should maintain?” Acquiring 
analytical data to develop evidence-based, strategic initiatives has become quite commonplace in 
a multitude of fields like: Healthcare (Barratt, 2008), Human Resources (Rynes, Giluk & Brown, 
2007), Business (Rousseau, 2012), Education Policy Studies (Schildkamp, Lai & Earl, 2012), 
and Curriculum and Instruction (Coburn & Touré, 2009) to name a few.  If the Academy of 
Human Resource Development does not collect information regarding conference registrants, 
participants or attendees, how does the field acknowledge, recognize and determine its growth?  
How does the field plan, prepare, recruit, retain if there is no information available for who is or 
who is not currently participating?  How does the field determine if concerns exist regarding the 
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lack of Black members – or any members for that matter?  If a lack of representation from 
women at AHRD conferences were visibly apparent, how would AHRD respond?   
Rich literature suggests that events like these are routine behaviors from those evoking 
privilege and power, which result in negative psychological and physiological responses for 
Blacks (Buford, 2009; Harrell, Hall and Taliaferro, 2003; Utsey, Giesbrecht, Hook & Stanard, 
2008). Routine ways of behaving that reproduce and/or perpetuate adverse effects on Blacks (and 
other marginalized groups) can present a host of responses negatively affecting health and every 
day cognitive capabilities.  By developing the same routine organizational practices, those with 
power produce mirrored results for marginalized populations of people.  These practices send a 
signal that the field of HRD is quite comfortable maintaining a position of status quo and, as 
such, keeping Black people from potentially exploring the field or developing research interests 
beyond the purview of mainstream ideals.  Collecting demographic information, as an example, 
would signify that AHRD is concerned about its plight, growth, conference participation and 
even vested interests in organizations and universities.  In addition, collecting data from 
conference attendees would signal a welcoming of diverse perspectives and added scholarship to 
the field of HRD.  Monitoring the field’s progress indicates the value placed on development; 
however, by not collecting data, devising methods to both analyze the data and enact a plan of 
inclusion, the field is displaying its value placed on the lack of Black Americans in the field.  
Although this might not be the intent, it is certainly the outcome.  This signal is not reflective of 
scholarly discourse discussed in HRD classrooms surrounding diversity in organizations, 
significance in OD and how HRD students are taught to think strategically about diversity.  In 
essence, the signals do not align. 
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After checking the AHRD website and determining that the demographic information is 
actually available to be completed by registrants, but just not required or collected for evaluation 
or assessment, I began thinking about positioning the concern of demographics in relation to 
institutions of higher learning (AHRD, 2015).  The sustainability of Human Resource 
Development has always been predicated on the ability to attract, retain, develop and produce 
qualified individuals to meet the needs of organizations – as potential educators or practitioners.  
In 2014, Paul Roberts (Roberts, 2015) published and distributed an HRD Directory for Academic 
Programs located in the United States and available on the AHRD website.  In sum, Roberts 
suggests there are 106 recognized HRD departments in the United States and an additional 163 
HRD-related departments, which would be indicative of Organization Supervision & Leadership, 
Leadership and Organizational Management, Industrial/Organizational Psychology or Training 
& Development.   Demographic projections, per the Census Bureau, project a 16% increase by 
2019 for students planning to attend four-year institutions (National Science Foundation, 2015).   
Similar to other universities, the University of Illinois at Urbana-Champaign (UIUC) 
maintains a commitment to recruit and retain a diverse student population that resembles not 
only the campus community, but the State of Illinois as well.  This responsibility is an integral 
part of the University’s initiative, Inclusive Illinois – One Campus, Many Voices; where the 
mission is “a University commitment to cultivating a community at Illinois where everyone is 
welcomed, celebrated and respected.  Through education, engagement and excellence, each 
voice creates the Inclusive Illinois Experience” (University of Illinois at Urbana-Champaign, 
2015).  In comparison to the 323 academic institutions that have HRD or HRD-related programs, 
if we were to use the University of Illinois at Urbana-Champaign’s (UIUC) HRD Department as 
a model regarding the diversity of the student population, what story would it tell us?  According 
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to the Division of Management Information (2015), UIUC lacks Black students in its HRD 
program (see Fig. 1). 
 
 
 
Fig. 1 – 2015 HRD Demographic Information 
 
As the chart reflects, Black Americans represent just over 10% of the program with only 
6 Black students readily identified in the graduate HRD program (3 in Master’s Program & 3 in 
Doctoral Program).  I am not utilizing this graph to diminish the positon of UIUC and its HRD 
program, but rather to raise concern about HRD-related programs throughout the country.  If this 
example is any indication of a lack of inclusivity and it transpires similarly in 322 other 
academic institutions, then what are the potential repercussions for HRD?  What are the potential 
repercussions for those needing diverse perspectives in HRD?  How does the lack of Black 
voices in HRD minimize scholarship?  How can imperative issues affecting Black Americans be 
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heard if so few Black Americans are in HRD?  How can the voices of Black Americans be 
heard?  In order to listen to those diverse perspectives that affect people within the confines of 
work, we must have Black scholars participating in academic programs.  
In an attempt to analyze Black student populations and HRD programs at institutions 
throughout the U.S., I turned to the AHRD (Academy of Human Resource Development) 
website.  There, AHRD supports a relationship with institutions that are recognized members of 
an affiliation created by the academy itself.  Program Excellence Network (PEN), according to 
AHRD, are “Institutions of the PEN demonstrate a commitment to explore, learn, and work 
together to shape the future direction of HRD education.  The mission of PEN is to strengthen 
HRD academic programs and promote excellence in teaching HRD” (AHRD, 2018).  AHRD 
highlights these institutions for their excellence, but I was interested in their relationship with 
Black scholars.  Thus, in my quest to seek information regarding Black student enrollment at 
each PEN institution, I collected statistical demographic information on each PEN institution by 
cross-referencing with the U.S. Department of Education’s most recent diversity statistical data.  
Utilizing AHRD’s PEN institutions helped diminish personal bias from simply selecting 
institutions at my purview.  By underpinning information from AHRD and the U.S. Department 
of Education, I minimized any biases towards simply selecting institutions that might fit my 
narrative regarding the lack of Black scholars in HRD.  To some degree, the information 
provided here is anecdotal and I recognize the following:   
1) None of the current information provided is reflective of real time data. 
2) The data from each university is not necessarily reflective of the number 
of Black students in each institution’s HRD program.   
3) The data does not specifically allocate the number of Black scholars in 
graduate/undergraduate programs 
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4) Demographic information is likely relative to geographical ramifications; 
larger metropolitan areas may have larger diverse populations 
5) Later, I discuss affirmative action and student indicators which impact 
enrollment such as:  funding, athletics, gender, legacy, etc.  (Espanshade, 
Chung & Walling, 2004).  I recognize some of these identifiers may be 
linked to statistical information provided by the U.S. Department of 
Education.   
 
I thought it imperative to recognize the shortcomings in providing this graph, because I 
recognize the initial response will be to scrutinize it as being anecdotal and not empirical, so I 
opted to offer those criticisms myself.  While considering those acknowledgements, the data 
provided is necessary to simply create a point of origin that initiates discussions relative to HRD 
and the relationship with Black Americans.  Below, I have provided an abbreviated version of 
the information for formatting purposes (see Fig. 2), however, the more robust data set has been 
provided as (Appendix A).  
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Fig. 2 - 2016 U.S. Department of Education 
Although the chart is anecdotal, empirical literature supports the lack of Black students in 
Predominately White Institutions (PWIs) (Cooper, 2017; Marlbey et al., 2013; Williams et al., 
2005), the gross differences in access to education, the race gap (Killewald, 2013), achievement 
gap (Ladson-Billings, 2006), are all variables at play here.  While these issues are not solely the 
problem of HRD, they will undoubtedly impact organizations and the Academy. Thus, if a 
collective understanding exists that all of these variables are at play, which cause a diminished 
role in HRD for Black American students, then what is being done to counter it?  What resources 
are provided?  Where are the initiatives that help HRD programs fund recruiting efforts?  What 
initiatives or research efforts are being done in areas that might promote HRD to diverse 
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populations?  What conversations or conference discussions are transpiring amongst AHRD 
administrators or consortiums of higher education institutions that have identified this trend has 
lasted too long?  If the people with the power to help make it better are not discussing this 
phenomenon, they should rest assured that Black HRD students are having those conversations 
with unfortunate outcomes.  HRD is either losing students or not gaining new ones. Some are 
transferring to other disciplines and, as they depart, are warning incoming HRD scholars to 
beware of what little cultural sensitivity awaits them.  As a field, I have engaged in scholarly 
conversations about reaching stakeholders through marketing and branding – unfortunately, 
HRD is marketing and branding itself to potential Black scholars, but not favorably.  It is the 
quintessential idea of what not to do – act as if the issue does not exist.  
The Academy of Human Resource Development (AHRD) is a global organization 
formulated to provide scholars and practitioners an avenue to discuss theories, processes and 
applications of Human Resource Development.   AHRD provides those interested in the field of 
Human Resource Development with an avenue to have professional discourse, engage in new 
emerging research and develop lasting relationships.  To supplement the position that the field of 
HRD lacks Black American perspectives, I conducted a review of all literature, papers, topics 
and sessions at the AHRD Conferences from 2010 to 2015.  At the onset of this review, my 
objective was to determine how many times the key terms like: Black, Black American, African 
American or Race were used in the aforementioned reviewed items.  With so few issues 
concerning Blacks found during that timeframe, I then began to ask myself, “If nobody is talking 
about issues relative to the Black experience, then who are they talking about?  Who is being 
discussed in relation to race, ethnicity and culture?”  Hence, I returned to the review and began 
reviewing literature, papers, topics and sessions at the AHRD Conferences during the same six-
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year timeframe that included other cultures, races and ethnicities.  Detailed in Table 3, are the 
results from this review.   
Topics specifically related to Blacks, included 8 out of 226 topics covered in a 6-year 
span, which equates to approximately 3.5%.  Several conference papers and sessions evaluated in 
this context included the terms diversity and culture, which arguably could have been inclusive 
of Black perspectives, however, that is a mere assumption.  On the contrary, terms such as 
expatriate, international and global were also used when mentioning locations of focus within 
scholarly work and sessions.  Thus, these variables could potentially inflate the numbers for 
studies not focused on Blacks, but foreign/international perspectives similar to those in Table 3.  
Asian perspectives, specifically those of Korea and China, as well as, Middle Eastern cultures 
and India dominate the dialogue of topics referenced during this time span.   
Often times, the Black American perspective is linked to similar positions of suffering 
experienced by women (Baynton, 2013).  By minimizing positionality or inequalities, Black 
experiences have been linked to similar historical characterizations of women’s fight for  
equality or gender characterizations of women that may have differed from male norms like:  
“physical, intellectual, and psychological flaws or deficits” (p. 33).  In this manner, grouping 
based on ascribed, normative assumptions regarding Black people (and other races or ethnic 
groups) help sculpt narratives of disability in hierarchal relationships.  Utilizing disabilities like:  
“feeble-mindedness, mental illness, deafness, blindness, learning capacity, intelligence and 
others” (p. 34) help validate varied positions and lend credibility to the majoritarian narrative 
regarding Black people.  Through this lens, narratives are developed regarding the abilities (or 
disabilities) of marginalized populations of people.  Throughout my review of HRD topics, 
issues concerning women in the workplace continued to surface, which is what led me to include 
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a category for women to reflect the field of HRD’s willingness to be inclusive to the perspective 
of women (23.8%); however, the perspective of Blacks requires attention.  One can certainly 
determine from work posed at HRD conferences, the issues of women were easily superior to 
those of Blacks.   
This review does not bode well for the perspective of Blacks considering pursuit of 
degrees in HRD, those desiring to practice HRD initiatives in organizations or those Black 
employees experiencing issues in organizations waiting for someone in the field of HRD to ask 
about their experiences.  Continued attention to diverse perspectives in HRD will aid the 
creativity of people giving thought to issues about Blacks and other marginalized populations. 
 
 2010 2011 2012 2013 2014 2015 Totals % 
Africa 0 1 4 1 3 0 9 3.9% 
Black Americans 4 0 1 0 2 1 8 3.5% 
Argentina 0 0 0 0 1 0 1 .44% 
Asian Pacifica Islander 0 0 0 0 0 1 1 .44% 
Brazil 1 0 1 0 1 0 3 1.3% 
Cambodia 0 0 0 0 1 1 2 .88% 
China 6 3 3 3 4 5 24 10.6% 
Filipino 0 0 1 0 0 0 1 .44% 
Germany 0 0 0 1 0 0 1 .44% 
Global/International 0 0 0 0 0 3 3 1.3% 
Hungary 0 0 0 0 1 0 1 .44% 
India 0 4 11 2 0 1 18 7.9% 
Indonesia 0 0 0 1 0 0 1 .44% 
Jamaica 0 0 0 0 1 0 1 .44% 
Japan 0 2 1 0 0 0 3 1.3% 
Korea 10 7 8 4 9 14 52 23% 
Latino/a 0 1 1 0 0 0 2 .88% 
Malaysia 0 2 0 0 0 0 2 .88% 
Mexico 3 1 1 1 1 0 7 3.1% 
Middle East 1 3 1 4 1 4 14 6.1% 
Moroccan 0 0 0 0 0 1 1 .44% 
Multicultural 0 1 0 1 0 2 4 1.7% 
South American 0 0 0 0 0 1 1 .44% 
Taiwan 5 1 1 0 0 0 7 3.1% 
Thailand 4 0 0 0 1 0 5 2.2% 
Women 8 11 14 3 6 12 54 23.8% 
 TOTAL 226 
Table 1 - 2010-2015 AHRD Literature Topic Review 
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As discussed, a variety of efforts are needed to increase the number of scholars on college 
campuses, but how does HRD fair in relation to the number of Black scholars in the academy?  
Although there is no definitive way to calculate this information without having definitive date 
from each institution with HRD programs, I sought means to initiate discussions regarding the 
relationship between HRD programs and Black scholars.   
I have personally attended three different AHRD conferences and each are the same – the 
representation of Black attendees is dismal at best. While there are multitude of conference 
presentations framing HRD’s Holy Trinity, which, according to Bierema and Callahan (2014), 
are “Training & Development, Career Development, and Organization Development (p. 430), I 
hear very little information about people who looked like me, who derived from neighborhoods 
like mine, who have crucial cultural complexes that do not necessarily fit within these contexts.  
I do however, see students and professors comfortable underpinning their culture, race or 
ethnicity in relation to HRD’s core tenets of scholarship.  There exists a long historical American 
lineage of expectations for Black American people.  From a majoritarian perspective, we are to 
be thankful for having been invited to “their” events, included in “their” space and we are to act 
accordingly (Ogbu, 2004).  I did not want to fit a prescribed notion of what being Black is or 
being a Black HRD student, but rather, I wanted to see or feel some resemblance of acceptance 
and spaces that were comforting, safe and inclusive. I simply do not ascribe to any of those 
behaviors and after several attempts, I did not feel included or welcomed and simply elected not 
participate.   
New scholars with varied perspectives, different life experiences and their own 
challenges will help provide an array of different perspectives to the field, which enhances the 
landscape and improves HRD’s vision of cultural variables.  With so few Blacks in the field of 
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HRD, many of the stories about marginalized people are being told from a White perspective 
because so few underrepresented scholars or HRD professionals are allowed to tell that story.  If 
this graph suggests anything, it would be that there are more people practicing HRD in 
organizations dealing with very intricate sociocultural complexities (i.e.: trust, racial identity, 
socioeconomic class) that, at times, cannot and will not be able to relate.  Not to say that 
scholars/practitioners cannot be empathetic, but to sincerely understand the struggles of being an 
international student,  female executive or a Black senior leader, one must have treaded those 
paths to better understand the lived experiences.   
The provided demographic information is situated in a contest to invite open, scholarly 
debate about how to address a problem that, on its surface, is both systemic in nature and 
limiting the progress of HRD.  Acknowledging that issues of race exist and are persistent, it is 
our duty to recognize the concerns, identify the issues which may be causing those concerns and 
help be the catalysts for change in HRD.  
 
Problem Statement  
 
HRD exists at the needs of organizations; to better orient and develop people to assist in 
driving an organization’s business needs.  By utilizing varied initiatives, HRD develops 
strategies to increase the likelihood that individuals are more successful in relation to the 
organization’s objectives.  Arguably, however, concerns exist about the lack of Black American 
perspectives in the field of HRD.   Without increasing the Black American perspective via 
outreach and inclusion, HRD lacks an ability to address issues that exist within the confines of 
the work environment.  By utilizing Critical Race Theory and Autoethnography to take a critical 
look at HRD, this research can help the field give consideration to new measures for research, 
outreach, recruiting and retention of students and staff.  Equally, this research can have more 
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lasting impact on the diverse populations of employees within the workplace as well as those 
practitioners devising measures within organizations involving aspects of race, ethnicity, culture 
and diversity.   
The problem statement of this proposed study is informed by the following research gaps: 
1) Taking the position that we are attending to diversity in this country may mask 
racially induced problems (Byrd, 2007).  We need to dig deeper into the 
relationships that exist among race, racism and power.  It is, therefore, important 
to explore intergroup perceptions of race and racism within the context of HRD 
(Alfred & Chlup, 2010). 
2) Race continues to be an issue that is not of great concern to HRD scholars (Alfred 
& Chlup, 2010). “Rarely, are the effects of race and racism used to examine 
diversity within organizations” (Bernier & Rocco, 2003, p. 14). 
3) The infusion of race and diversity issues within HRD is best accomplished by 
imploring students to conduct research and developing theory-building endeavors 
related to race and diversity issues (Bierema & Cseh, 2003; Ross-Gordon & 
Brooks, 2004) 
4) The goal is to question the theories, assumptions, and frameworks that dominate 
the field and explore whose interests are served by these bodies of knowledge, 
how they were conceptualized, and whose voices and experiences were included, 
and which ones were excluded. The goal is to be critical about the knowledge we 
take for granted and how we deliver that knowledge to our aspiring HRD scholars 
and practitioners (Alfred & Chlup, 2010, p.339). 
 
Thus, this work is designed to raise questions about HRD’s need to be more inclusive of 
Black American perspectives in hopes it can initiate discussions, broaden perspectives and help 
members of the HRD community think critically about the kinds of strategic endeavors, social 
services and planning that increases HRD’s long-term effectiveness.   
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Purpose of the Study 
 
The purpose of this work is to examine how the lack of diversity in HRD in different 
contexts may result in the lack of Blacks pursuing the field.  I will attempt to ferret out 
interpretations between the differences of diversity in comparison to that of race because those 
realms, while closely interchangeable, are often misguided in their use.  In conjunction, I will 
raise concerns regarding the field of Human Resource Development’s behaviors that 
unknowingly perpetuates adverse effects for Black emerging scholars.  I will explore how the 
diminished perspectives of Black voices alter the principle foundations of HRD and explore the 
potential plight of HRD without those voices being heard.  Lastly, this work will provide some 
inclusive suggestions to improve the attraction to and involvement of HRD amongst emerging 
Black scholars.  
Research Questions 
 
1) How do Black HRD graduate students perceive diversity in the field of HRD?   
2) How do Black HRD graduate students perceive the field of HRD inclusive of Black 
American voices? 
3) To what extent do Black HRD graduate students deem the lack of Black Americans in the 
field of HRD cause for concern?  
 
Significance of the Study 
 
 Studying the relationships that exist with HRD and issues of race, ethnicity and diversity 
amongst HRD students is significant for four principal reasons.  First, this study adds to Human 
Resource Development’s (HRD) influence in academic institutions, organizations and 
communities that require a voice. Second, this research will create significant discourse for a 
field that is responsible to unveil the highest potential employees, in hopes that it will take a 
critical perspective of itself and acknowledge how much further it needs to move in the direction 
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of inclusivity.  Third, this study contributes to the body of HRD literature and the need to better 
understand how race, ethnicity and culture intersect with work, but also by exploring 
inadequately studied elements of Black Americans. Lastly, this study will offer implications for 
HRD researches and practices including the sociocultural phenomena of Black Americans.   
 
Limitations 
 
 The qualitative character of this research means the findings will not be generalized. The 
objective of this work is not to generalize, but rather to “provide a rich, contextualized 
understanding of some aspect of human experience through the intensive study” (Polit & Beck, 
2010, p. 1451).  Designing a study to provide in-depth analysis of experiences that Black 
American graduate students encounter with race-related issues within the field of HRD, a risk of 
forgetting, exaggerating, or underreporting on the part of the participants is possible.   
For this study, interviews will only be conducted with Black students in HRD programs.  
For purposes of collecting data, the U.S. Census divides all of the U.S. states in to regions:  
West, Midwest, Northeast and South.  A sample of Black HRD graduate students from each of 
these regions will participate in interview.  Thus, this limits the generalization and Black 
American students that have graduated from the HRD program might provide more in-depth 
experiences or had different experiences altogether. 
Because race is an often socially recognized, but not outwardly expressed phenomenon, 
participants may lack awareness of issues or experiences where race played a significant role in 
personal interactions.  In addition, because race is a salient factor in relationships and 
colorblindness marginalized groups are required to navigate relationships where race, for them, 
play a significant personal role (Rodriguez, 2009), this study leaves the determination of racist 
experiences, uncomfortable feelings, etc. in descriptions from participants.  Understanding, for 
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example, instances where a student felt negatively affected by race is more important to the 
design of this research than determining if racism was actually present or justifying the 
intersectionality between being a Black scholar and interactions deemed racist.  Because racism 
is often difficult to capture by the creation of accepted parameters, this study will capture the 
experiences at the behest of the participant experience. 
The literature in HRD concerning diversity, culture, ethnicity and race are minimal.  
Thus, little can be surmised of Black American experiences in relation to HRD because the 
literature is so sparse.  What little literature exists in HRD has been used in this study; however, 
to better compliment Black American perspectives in relation to HRD, scholarly literature 
situated in predominately in higher education has been utilized to supplement historical 
ramifications for Black people including behaviors and historical impact in American contexts.  
Finding enough Black HRD doctoral students to participate in this study might prove 
challenging.  It is quite possible that there simply are not enough Black HRD doctoral students in 
the HRD programs across the country to conduct a study solely examining their experiences.  On 
the contrary, a viable number of Black HRD doctoral students could exist, but elect not to 
participate in this study for fear of academic impact, losing funding or institutional/department 
backlash.  Should any of these issues arise and impact the research participants, I will utilize 
Black HRD graduate students in both doctoral and master’s degree programs. 
One could argue that many of the criticisms contained within this work are subject to 
other areas of academic discipline; HRD is not the only discipline that has few Black students.  
Some may argue that there is no causal relationship between HRD (as an academic area of study 
or as a professional field) and Black people seeking to pursue the field for educational or 
professional gain.  While this argument has merit, it is one-sided; it positions the lack of Black 
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graduate students as the sole problem and minimizes the behaviors surrounding professors, the 
relevance of diverse perspectives and the acknowledgement of a field that practices routine 
behaviors in stark contrast to discussing social justice, race and issues of sociocultural 
importance in text, research or theory.  That position does not take into account the elements of 
racism and social class that are historically hidden in higher education minimizing the plight of 
Black Americans.  Thus, there are a number of behaviors and systemic measures that likely play 
a role in the relationship between Blacks and HRD.  As such, by design, this work helps to raise 
those questions and potentially be the foundation for future areas of research. 
 
Definitions 
 
Academy Human Resource Development (AHRD):  AHRD is a global organization made up of, 
governed by, and created for the Human Resource Development (HRD) scholarly community of 
academics and reflective practitioners (AHRD, 2015). 
 
African-American: an often utilized term to identify people of African descent, this term 
describes people who embody a sense of connectedness to their homeland (Africa).  Since the 
author of this work does not have that connection, this term will not be utilized. 
 
Black American or Blacks: to many within Black culture, the term African-American denotes a 
lack of belonging and sense of otherness (Pieterse, 1995).  Mainstream America often uses the 
moniker African-American as a means of labeling; including African as a derogatory term that 
identifies American citizens by skin color.  As Bennett (1967) proclaims in his article written for 
Ebony Magazine, “names are of the essence of the game of power and control” (p. 46).  As 
someone who grew up with a much stronger sense of my Black American awareness and an 
understanding of African culture distilled primarily through an American sensibility, the term 
African-American does not suit the identities of the research participants or Black people in 
general.  Hence, the use for the term Black American as opposed to the more socially accepted 
label of African-American in American contexts.  
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Blackness:  refers to the property and expression of being Black American;  A manner in which 
to describe one’s sociological identity pertaining to their Black racial identity. 
 
Diversity: encompasses acceptance and respect for the uniqueness of individuals and recognizing 
our individual differences be they along the dimensions of race, ethnicity, gender, sexual 
orientation, socio-economic status, age, physical abilities, religious beliefs, political beliefs, or 
other ideologies.  Tienda (2013) suggests that diversity is a “neutral term to accommodate 
myriad dimensions…and that it may be too neutral” (p. 468).  It is, however, the exploration of 
these differences that equate to an understanding and learning to move beyond simple tolerance 
towards embracing and celebrating the rich dimensions of difference contained within each 
individual.  
 
Ethnicity: a socially accepted group of individuals that can collectively identify together based 
on common ancestral, cultural or national experience. 
 
Historically Black College or University (HBCU):  postsecondary education systems created 
prior to 1964 whose primary mission was the education of Black Americans.  
 
HRD Professionals:  refers to those members working in the field of HRD either as scholar or 
practitioner. 
 
Inclusion:   an intention or policy of including people who might otherwise be excluded or 
marginalized, such as those who are handicapped or learning-disabled, or racial and sexual 
minorities. 
 
Predominately White Institution (PWI):  refers to a research university whose student population 
is predominately and/or traditionally white.  
 
Race (Jarvis, 2006): has often been described in relation to physical characteristics of people’s 
skin tones.  However, within most contexts, race is an immediate physical identifier or 
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symbolism of “sociopolitical conflicts and interests to different types of bodies” (Winant, 2004, 
p.56).  Often mistakenly conjoined with terms like ethnicity and diversity, race is constructed by 
others based on the physical presentation of one’s skin. 
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CHAPTER 2:  REVIEW OF LITERATURE 
 
 This chapter reviews the literature relevant to the field of HRD and its willingness to be 
inclusive of Black American scholars and practitioners.  Resources used for this study include 
university, public, and private library, ABI-INFORM, EBSCO, Wilson Web Journal and Pro 
Quest.  The following terms were used in the search: diversity, culture, ethnicity and race.  
Because the purpose of this study is to better understand if the field of HRD is inclusive of Black 
American perspectives, it is supported as well by a review of literature for the relationship HRD 
has with: diversity, culture, ethnicity, race and Black Americans/African Americans. These 
provide a basis for grounding the position of Black American student experiences within the 
field of HRD.    
 There is a cyclical nature to this study:  1) Academic programs must be viable and 
increase the knowledge of HRD; 2) HRD programs must diversify their student populations; 3) 
Diversifying the student population produces more Black HRD professors; 4) Diversifying the 
student population produces more Black HRD practitioners; 5) Increasing areas of study beyond 
the core tenets of HRD (e.g. Training, Leadership, Development) increases the attraction to the 
field (and the Academy) of HRD;  6) Diversifying the Black HRD student population increases 
the field of HRD academically and professionally.  All of these facets work in conjunction 
towards increasing the population of Black HRD students, which adds value to the field of HRD.   
To better address the aforementioned cyclical relationship, this literature review is 
composed of the following: 
1) Black American Higher Education 
2) Black Diversity in Higher Education 
3) Black Student Experiences 
4) Black Americans and Work 
 23 
 
 
5) HRD and Diversity 
6) Critical Race Theory 
 
Composing the literature review in this manner sheds light on the totality of 
circumstances impacting both Black graduate students and the field of HRD.  The objective is to 
question the relationship between HRD and Black graduate students and bring to the fore rarely 
discussed experiences positioned in race, which will help the field evolve and increase the 
viability of HRD.  
 
Towards A Higher Education 
Racial Segregation 
 
In the 19
th
 century, few institutions in northern states encouraged the inclusion of Black 
student participation in public education.  On the contrary, no southern states allowed Blacks an 
opportunity to be educated.  Whites feared an increase in Black literacy would negatively 
influence rebellious behaviors and subsequently diminish the meritocracy and power whites 
maintained in the south (Brooks & Starks, 2011).  Leveraging those cultural norms were evident 
in public policy; prior to the Civil War (1861-1865), educating Black people in the south was a 
criminal endeavor.  Although efforts were made in Black communities to organize schools, few 
Black Americans received any formal education and those who did, received little beyond entry 
levels of primary school (Brown & Davis, 2001).  In his book, Education of Blacks in the South, 
1860-1935, Dr. James D. Anderson (1988) positions the culture of the South with the following 
excerpt:   
Active intervention in the social hierarchy through public education violated the 
naturel evolution of society, threatened familial authority over children, upset the 
reciprocal relations and duties of owners to laborers, and usurped the functions of 
the church.  During the period 1860-1880, other classes of native white 
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southerners, including small farmers, industrialists, and laborers, showed little 
inclination to challenge the planters on these questions.  Indeed, specific 
economic, political, social and psychological relationships bound southern whites 
in general to the ideological position of the planter regime.  The result was a post-
war South that was extremely hostile to the idea of universal public education 
(p.4) 
 
After the rise of the Reconstruction Era (1865-1877), opportunities for Black education 
remained a tremendous struggle.  Although the opportunities for education systems were legally 
permissible, establishments for Black children were poorly financed and largely ignored.  
Though slavery was abolished, educating Blacks was still not accepted in the eye of public 
opinion, which meant any educational system designed for Black people could be subject to 
violence and discriminatory practices (Anderson, 1988).  Emerging from the Reconstruction Era, 
was the forced racial segregation of Jim Crow Law (1877-1950’s), which ensured white 
dominance and power.  Whites created established legal means to racially segregate a variety of 
both public and private entities like: transportation, parks, cemeteries, theaters and dining 
establishments. 
In 1896, the Plessy v Ferguson ruling allowed states to sponsor racial segregation for 
public education as long as the separate educational facilities were inherently equal (Harper, 
Patton & Wooden, 2009); referred to as the “separate but equal” doctrine.  Although legal jargon 
positioned equal educational accommodations for both Black and white students, this proved to 
be a falsehood - Black students were subject to inferior accommodations, resources, services and 
treatment (Harper, Patton & Wooden, 2009).  By maintaining separate learning environments, 
Whites created a “superior and inferior education platform where White students received 
educational resources and teaching that was much better than that provided to the African 
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American students” (Evans, 2015, p. 1).  Not only did the outcome of Plessy v. Ferguson ruling 
validate racial duality in public and elementary education systems, but it encouraged Black 
education systems to focus on teacher training, which was an intended hierarchal strategy to both 
create a viable pool of educators for Black segregated schools and minimize the development of 
postsecondary education for Black Americans.  Black students were minimally exposed to 
concepts like equality and freedom; some Black students were not permitted to use education 
materials that included the Declaration of Independence or the U.S. Constitution, for example.   
Whites believed these documents would further confirm rights being denied to Black Americans 
causing rebellion and further diminishing white dominance (DuBois, 2017). 
Beyond the next 70 years, American education functioned predominately in a segregated 
manner – even those education systems not segregated by law, were racially segregated by 
geography (Brown & Davis, 2001).  Not until 1951, when a class action settlement was filed in 
the Supreme Court.  Brown v. Board of Education (of Topeka, Kansas) was a direct challenge 
towards Plessy v. Ferguson’s concept of being separate but equal.  The plaintiffs in the Brown v 
Board of Education not only challenged inferior accommodations and opportunities for Black 
students, but positioned racial segregation as inferior, unequal and unconstitutional  for Blacks.   
In May 1954, the Supreme Court unanimously ruled that racial segregation in public school was 
unconstitutional.  While deemed unconstitutional, the Supreme Court provided no designed plan 
or deadline for desegregating education.  Thus, each state was left to manage independently.  In 
May 1955, Brown v. Board of Education II would address this lack of attention and thus the 
ruling gave states the power to “a prompt and reasonable start toward full compliance" (Paulson 
& Hawkes, 1984, p. 62).  A variety of states including Alabama, Texas, Virginia, Arkansas and 
Florida interpreted this as an independent timeline for enacting desegregation and as such, 
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developed varied measures to rebuke, defy and oppose the Supreme Court’s decision regarding 
desegregation through means of judicial obstructionism.  Many of these tactics lasted more than 
a decade and in other extreme cases, money for public education was reallocated to fund private 
schools, which ended public education; strategically crippling education opportunities for Black 
students (Brown & Davis, 2001). 
 
Higher Education and HBCUs 
 
As the desire for education increased and much of American society remained stagnant 
towards including Black Americans in public education systems, Blacks began developing their 
own educational institutions.  Even prior to the Civil War, a few educational institutions in the 
north were designed for development of Black education.  Higher Education institutions like:  
Cheyney University of Pennsylvania (1837), Avery College (1849), University of the District of 
Columbia (1851), Lincoln University (1854), Wilberforce University (1856), and Harris-Stowe 
State University (1857) were some of the first learning institutions developed predominately for 
Blacks (Brooks & Starks, 2011).  These institutions commonly became known Historically Black 
Colleges and Universities (HBCUs).  
Although few institutions of learning existed in the north, slower progress for education 
Blacks was transpiring in the south.  As the Reconstruction Era began in 1865, Congress created 
the Bureau of Refugees, Freedmen, and Abandoned Lands to initiate strategic measures designed 
to help reconstruct the South. Working as a unit of the Department of War, the Freedmen’s 
Bureau created education programs, allocated land seized by the federal government during the 
war and even established labor agreements (Anderson, 1988; Novak, 2015).  Abolitionists, 
Reconstructionists and Freedmen recognized formal education was a primary aspect in the plight 
of Black people.  Increased education equated to increased independence, higher levels of 
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personal success and economic gain.  In the initial years following the Civil War, a variety of 
schools originated in the South on property seized by the federal government.  Many northern 
white philanthropic groups helped lead funding initiatives for black higher education in the 
South.  Brooks and Starks (2011) suggest a variety of organizations were involved with the 
plight of Black education in the South, but “white benevolent societies, black and white religious 
denominational organizations, and large philanthropic corporate foundations founded by wealthy 
individuals” (p. 11) emerged as leading supporters nearing the conclusion of the Civil War and 
were instrumental in the development of Black colleges and universities. 
In all, an estimated 3,000 free schools were developed for Blacks (attended by Native 
Americans and poor whites) aided in the transition from slavery to freedom (Brown & Davis, 
2001). A handful of these institutions became some of the first to offer formal education to Black 
men and women.  As several of these educational institutions evolved, they managed to develop 
facets of their curricula into post-secondary institutions.  More commonly referred to as 
“universities" or "institutes" at their inception, early missions were centered towards providing 
elementary and secondary education to those with little to no prior education (USDEC, 2018). 
Curricula in these education institutions were primarily positioned to develop areas of:  literacy, 
vocational professions (Tradesmen) and those interested in theological studies. Not until the 
early 1900s did HBCUs began to offer more traditional educational courses and programs at the 
postsecondary level.  As a result, HBCUs became the principle means for providing 
postsecondary education to Black Americans (USDEC, 2018). 
As the South struggled with the abolition of slavery and Jim Crow Laws were 
strategically minimizing opportunities for Blacks, HBCUs were paramount in effectively 
offering formal education.  The core mission of the HBCU was to educate freed slaves and other 
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free Black people.  Lomax (2006) suggests that HBCUs were a core catalyst in “helping educate 
men and women who built Black communities and dismantled segregation” (p. 5).  In response 
to the need for Black higher education, 30 HBCU institutions were created between 1865-1977, 
while an additional 37 were founded between 1877-1899.   20 HBCUs were founded after 1900, 
including as late at the 1960’s, University of the Virgin Islands.  HBCUs began to alter their 
missions, scope and curricula; evolving to focus on culturally relevant phenomenon impacting 
their student body and expanding towards graduate and terminal degrees as well Brooks and 
Starks (2011).  
Although established to serve the educational needs of Black Americans, the impact 
HBCUs have in relation to student cultural and personal development is arguably the most 
important means of their existence.   HBCUs have historically provided liberation for Black 
people and increased opportunities for an evolved democracy.  HBCU students have thrived in 
environments where professors, staff and fellow students have an opportunity to offer a unique 
sense of community and cultural compatibility (Harper et al., 2009).   
 
Higher Education Integration 
 
As the U.S. was dealing with the subsequent rulings in Brown v. Board of Education, just 
two years later, in 1956, another legal decision proved impactful.   In the case of Hawkins vs 
Board of Control (1956), the Supreme Court applied the principals of equal access to higher 
education, which reaffirmed the Supreme Court’s decision to legally end race-based segregation 
in higher education systems.  While the integration of education initially appeared to be fully 
inclusive after Brown v. Board of Education, states argued that higher education was separate 
from primary and secondary institutions.  States, ignoring the Supreme Court’s decision, utilized 
a variety of means to delay entry to higher education institutions that included altering 
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admissions criteria and special commissions among university presidents, legislators, judicial 
officials and the President Eisenhower to counter “race-mixing” at higher education institutions 
in the south (Paulson & Hawkes, 1984).   
In 1962, James Meredith, the first Black student to enroll at the University of Mississippi, 
was escorted throughout campus by the National Guard in response to rioting and chaos.  In 
1963, as George Wallace was elected governor of Alabama, he pledged to defy the U.S. Supreme 
Court’s decision to desegregate educational systems by standing in the schoolhouse door.  Just 
55 years ago, Wallace’s call for racial isolation was deemed essential to both minimize the plight 
of Black people and to ensure they remained marginalized – in stature, knowledge, professional 
attainment and opportunity.  These behaviors were consistent throughout a variety of educational 
institutions and Black students who attended newly integrated schools, did so at the cost of their 
own personal safety and well-being (Fairclough, 2004).   
Until the mid-20th century, more than 90% of Black American students enrolled in 
institutions of higher education did so at Historically Black Colleges and Universities (HBCUs) 
(Kim & Conrad, 2006).  As public pressure to desegregate higher education increased after 
Brown vs Board of Education, HBCUs experienced a decline in student enrollment.  According 
to the most recent data from the National Center for Education Statistics (National Center of 
Education Statistics, 2016), 102 HBCUs are located in 19 US states.  The approximate number of 
HBCU students is approximately 292,000 students.  In comparison, the number of students in all 
degree-granting institutions is approximately 20 million students.  The integration of 
Predominately White Institutions (PWIs) has undoubtedly hurt the plight of HBCUs – negatively 
impacting enrollment (Kim & Conrad, 2006), funding (Boland & Gasman, 2014), relevance, and 
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even their curriculum has been called to question (LeMelle, 2002), but equally more concerning 
is the cultural impact integration has on Black students attending PWIs.   
Unpacking the benefit of having populations of Black students on the campuses of 
predominately white institutions and the measures designed to attract Black students are 
important variables in understanding the relationships that exist for Black HRD graduate students 
and the field of HRD.  
 
Black Diversity in Higher Education 
 
There are a variety of literary views concerning Black diversification of postsecondary 
campuses.  Some, like Harper et al. (2009) position Black diversity in relation to a multitude of 
policy changes that have helped diminish student development.  Others, like Evans (2015) 
evaluate the relationships between diversity and curriculum’s cultural readiness while others like 
Tienda (2013), question the concept of inclusion, which is defined as “organizational strategies 
and practices that promote meaningful social and academic interactions among persons and 
groups who differ in their experiences, their views, and their traits” (p. 467). 
The fight to participate in formal education has been a seminal tenet of the plight in Black 
America.  After many years seeking educational equality, understanding the diversification of 
college campuses is of peak importance.  The most recent enrollment data released by U.S. 
Department of Education’s (2016) contains within data referencing diversity statistics concerning 
Black students.  The following graphs (see Fig. 3, Fig. 4 & Fig. 5) depict the number of Black 
students in Title IV institutions - schools that fall within Title IV of the Higher Education Act 
governing federal student financial aid programs (US Department of Education, 2016).   
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Fig. 3 – 2016 U.S. Department of Education 
 
Fig. 4 – 2016 U.S. Department of Education 
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Fig. 5 – 2016 U.S. Department of Education 
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developed that enhance the opportunities for those students.  The following are examples of a 
few initiatives impacting Black student populations in higher education.  
 
Affirmative Action 
Utilizing the judicial or legislative measures so as not be inclusive of Black people has 
vast historical relevancy in America.  Voting, land ownership and segregation are examples 
where white people created rules to ensure self-preservation, privilege and exclude Black people 
(Anderson, 1988).  Admissions into education systems are no different.  Many researchers draw 
attention to historical aspects of altering the landscape of higher education for Black students by 
formerly changing the qualifications for enrollment (Espanshade et al., 2004; Harper et al. 2009).  
Deriving from the Nixon Administration (LeMelle, 2002), affirmative action provided resources 
to those impacted by discrimination particularly in employment and education. 
Affirmative action’s relationship with education has been littered by a litany of white 
students suggesting their entrance to institutions, undergraduate and graduate alike, have been 
negatively impacted by reverse discrimination.  In essence, some white students argue that race 
should not be utilized as a characteristic for admission.  The onset of white students fighting 
student admissions via the court system began in 1978 with the Regents of the University of 
California v. Bakke, when a medical school student, Allan Bakke, applied to the University of 
California Medical School and was denied twice (Espanshade, et al., 2004; Harper et al., 2009).  
Bakke contended that his denial was an exclusion based solely on the basis of race.  Bakke’s case 
made it to the U.S. Supreme Court where admissions based on race was one of variety of 
identifiers that higher education could utilize in their admissions policies.  Since the Regents of 
the University of California v. Bakke a variety of other cases, like that of Grutter v. Bollinger in 
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2003, Fisher v. University of Texas in 2016 have affirmed the constitutionality of affirmative 
action programs.    
However, some cases, like that of Gratz v. Bollinger, where white undergraduate students 
claimed the University of Michigan used race to discriminate against their admittance, were 
upheld by the U.S. Supreme Court as unconstitutional.  Following the court’s decision, the State 
of Michigan voted on an initiative in 2006, effectively dissolving admission policies in the State 
of Michigan that used race as an identifier.  Similarly, bans on affirmative action through 
utilizing voting initiatives, have transpired in the following states as well:  California (1999), 
Texas (1997), Washington (1999), Florida (2001), Texas (1997) and all have experienced 
significant declines in minority enrollment; particularly for Black and Latino students (National 
Center for Educational Statistics, 2018; U.S. Department of Education Statistics, 2018; Yudof & 
Moran, 2017).  
Admission preferences devised to be more inclusive of race have historically weighted 
other attributes heavily as well.  Espanshade et al. (2004) posit that admissions offices generally 
give weight to a variety of student attributes that include “athletic ability, musical talent, rural 
background, lower socioeconomic status, gender, alumni connections, leadership ability, 
geography, and unusual life experiences” (p. 1423).  These authors discovered that issues 
impacting admission fluctuate both with societal phenomenon and the needs of the evolving 
needs of the institution.  In addition, their research uncovered that other attributes, athletic ability 
and lineage, for instance, play as much of a role in admissions as did race.  
President Trump’s U.S. Department of Justice is contemplating challenging the U.S. 
Supreme Court’s rulings to formally challenge and dispose of any racial identifiers related to 
admissions in higher education (Yudof & Moran, 2017).  Thus, the racial inequity currently 
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visible on college campuses could certainly increase should the measures utilized to aid 
marginalized populations be depleted. 
 
Funding 
 
For the majority of potential students interested in pursuing a postsecondary education, 
the cost of attending college is a daunting obstacle.  As prospective students analyze their 
education options, cost plays a significant factor in their decision-making process.  Many 
scholars analyze the relationship between appropriations for higher education and how those are 
shaped by politics and policy (Archibald & Feldman, 2006; Doyle, 2007; Tandberg, 2006).  
More importantly linked to this research, are the causal relationships between race and funding 
in higher education.  Chen and DesJardin (2010) posit that minimal literature proved significant 
in linking funding sources for college students to race at the time of their study.  Moreover the 
authors suggest the types of financial assistance awarded to varied racial and ethnic backgrounds 
were not given serious review. Since then, other scholars (Davis, Nagle, Richard & Awokoya, 
2013; Rose, 2017) have used race and funding as a source to review disparities in higher 
education for Black students. 
The common streams of student funding in higher education are federal student aid, 
which includes:  grants, loans and work study funds.  Although the amounts fluctuate annually, 
the federal aid offered to students each year reach approximately $150 Billion.  Although 
funding is offered to students, it is not without trepidation for Black students.  Black students 
tend to borrow at higher rates and accumulate more debt than their white peers.   According to 
the U.S Department of Education (2012), more than 80% of the Black student population 
receives financial aid, which equates to debt.  Black students also attend for-profit institutions at 
a higher rate than other students equating to less returns on investments made based on promises 
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by the institutions (Crowell, 2018).  Alon (2007) proposes the “overlap between race and 
ethnicity on the one hand and disadvantaged economic status on the other hand is extremely 
pronounced” (p. 296).  In short, those with the most need are being disproportionately taken 
advantage of the most.  Affordability is a sincere issue for Black students pursuing 
postsecondary education.  Comparatively, Black students lack wealth and income, so financial 
aid becomes “a key mechanism for equalizing group differences” (Alon, 2007, p. 297).  Meeting 
the financial requirements of institutions has been determined to be the foundation of a variety of 
psycho social issues for Black students, which include isolation, vulnerability, and increased 
confrontational behavior (Peters et al., 2011).   
Student retention is one of the most severe concerns linked to financial status impacting 
Black students.  Black students fail to complete undergraduate programs at an alarming rate in 
comparison to their white counterparts – just over 45% of Black students complete degree 
programs; whereas, white students complete academic programs at 62%.  Nearly all financial aid 
awards are tied to academic performance.  A Nellie Mae Foundation study reported that 69% of 
Black students fail to finish college because of financial hardships (O’Brien & Shedd, 2001).  
Programs like federal work study, which is designed to off-set education costs for students by 
assisting with employment opportunities, works well in theory.  However, programs like federal 
work study can be tied to academic performance while also enabling students to spend more time 
focused on academics.  Some suggest this is a push/pull effect with need-based students caught 
in the middle. Alon (2007) argues: 
On the one hand, the same factors that increase eligibility for financial aid, 
low-income family status, are negatively related to persistence and 
graduation. On the other hand, amounts of financial aid are expected to 
increase persistence and graduation rates.  Hence, the negative effect of need-
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based aid eligibility may mask the positive impact of aid quantity on college 
success (p. 299). 
 
Affordability also impacts increased mental distress among Black students.  Scholars 
assert that obtaining student financial aid equated to significant increases in personal conflict, 
social behaviors and lack of familial connectedness (Peters et al., 2011).  The weight of that 
mental distress can be carried not only by the student, but by their families as well.  Because 
financial aid plays a significant role in the persistence for Black students, families living 
modestly must consider if the long-term outcomes of college education can both be financially 
supported and if there exists a return on the investment (Carter, 2006).  
For an affordable education, many Black students turn to HBCUs (Harper et al., 2009; 
LeMelle, 2002; Lomax, 2006; Yi & Hendrix, 2016).  However, Harper et al. (2009) suggests that 
schools like these, with larger populations of underrepresented populations, are chronically 
underfunded.  In stark contrast to PWIs, HBCUs consider education as a need to alter 
generational indifferences, which means accommodating a variety of student socioeconomic 
conditions to make education affordable.  On the contrary, states have historically underfunded 
HBCUs in comparison to that of PWIs.   “The allocation of state funds for public PWIs and 
HBCUs has always been unjustifiably disparate.  Current funding gaps and declining African 
American student enrollments are evidence that HBCUs still need equitable resourcing and 
higher state appropriations in order to reach parity with PWIs” (Harper et al., 2009, p. 408).  
HBCUs cost approximately $9,000 per year less for total cost of admission than PWIs, but 
students attending a PWI might receive more resources via financial aid and grants because those 
institutions are awarded.   
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Funding can often be utilized as a tactic to recruit students that fit a particular need or 
profile for an institution.  Data offered in 2016 by EAB asserts that financial incentives can be 
attractive measures to attract students.  According to Kim, DesJardinas and McCall (2009), the 
majority of students needing financial assistance to attend college are predominately Black and 
Brown.  Kim et al. (2009) reveal that financial aid officers “target disadvantaged students who 
are more likely to rely on financial aid to attend college” and utilize family socioeconomic 
information to disproportionately weigh their position to better “recruit students from diverse 
backgrounds, thereby improving the efficiency and effectiveness of student recruitment efforts” 
(p. 742).  EAB’s (2016) study aligns with the narrative that students having difficulties with the 
affordability of higher education costs can be influenced by financial awards, gifts and grants.  
This, to some degree, has become a creative maneuver to skirt judicial or legislative obstacles 
when attempting to diversify campus communities.  Maintaining the level of financial aid needed 
to ensure the persistence of Black students proves complicated. 
 
Diversity Programs  
As diversity and subsequent diversity-related initiatives have become a mainstay in 
higher education, many institutions utilize programming to provide opportunities to 
underrepresented students.  Diversity-related programs have the capacity to help increase 
knowledge and exposure to campus, provide opportunities to conduct research, and can be 
utilized as recruiting initiatives for high performing students – including those that are seeking 
graduate opportunities (Altbach & Knight, 2013).   Institutions support educational diversity 
initiatives like new academic tracks and integrated curriculums (Preston, 2017). 
Independent of the diversity programming existing on campus, some institutions have 
consortiums or alliances that collectively support programs.  The Big 10 Conference, for 
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instance, supports a diversity program designed to “increase the underrepresented students who 
pursue graduate study and research careers. Summer Research Opportunities Program (SROP) 
helps prepare undergraduates for graduate study through intensive research experiences with 
faculty mentors and enrichment activities” (Big Ten Academic Alliance, 2018).  The Higher 
Education Compliance Alliance (HECA, 2018) is an association comprised of varied 
stakeholders involved in higher education.  HECA provides its members with varied compliance-
related information and resources.  Although HECA is arguably more of a policy and risk-
management organization than a diversity specialist, much of the information shared amongst 
members has diversity-related implications – laws, policies, practices, etc.  
Not only do institutions individually support these endeavors, but the Federal 
Government supports programs like TRiO, which is a student outreach initiative for 
underrepresented students that identifies eight individual programs designed to target specific 
populations of young students (U.S. Department of Education, 2018).  More specifically, TRiO 
programs target “low-income individuals, first-generation college students, and individuals with 
disabilities to progress through the academic pipeline from middle school to postbaccalaureate 
programs” (U.S. Department of Education, 2018).   Under the leadership of President Obama, 
the U.S. Department of Education substantially increased diversity-related initiatives.  Programs 
targeting equity, innovation, school improvement, neighborhoods and student diversity were 
robust and designed to impact varied pieces of student education that were both experiential and 
transformative in nature.  In this way, the support was designed to impact the totality of the 
student’s learning process.   
With the loss of affirmative action initiatives, some states have created inclusive 
programs that, on the surface, appear devoid of affirmative action’s power to utilize race as an 
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identifier for admissions.  Often referred to as the Top Percentage Rule or Auto Admission, 
several states (Arizona, Florida, California, Idaho, Iowa, Kansas, Mississippi, Missouri, 
Montana, Texas) willfully accept the top designated percentage of students from in-state high 
schools and grant them guaranteed entrance to state public higher education institutions 
(Education Commission of the United States, 2018).  The objective of the rule is to help balance 
disproportionate gaps that exist in relation to campus diversity by admitting students not based 
on race, but on academic record.  Thus, the rule captures marginalized students from low-income 
communities or those from geographical areas lacking diversity.  Some refute the top percentage 
rules because, administrators are only admitting students based on class rank and not test scores, 
extra-curricular activities or life-altering circumstances – there is a diminished evaluative 
process.  Some, including U.S. Supreme Court justices, suggest that this tactic is simply a means 
of evading affirmative action programs (Dickinson, 2005; Domina, 2007; Hastings & Weinstein, 
2008).  Many administrators lament that these programs serve as means to diversify their 
campuses and point to declines in campus diversity once affirmative action was diminished 
(National Center for Educational Statistics, 2018).   In this way, higher education institutions are 
acknowledging the disproportionate achievement gaps linked to race and socioeconomics. 
Historically, for every battle won to increase equality in education for Black students, 
opposition exists to argue racial disparities simply no longer exist; they are the products of 
yesteryear and as such, we should simply move forward.  On the contrary, years of racism and 
discrimination do not independently make the outcomes equal merely because outward 
expressions of racism no longer exist – those expressions are now hidden in policy, undisclosed 
practices and fiduciary practices.  Taking into account the issues with racial admission policies, 
funding and programmatic needs, one could argue that diversifying the field of HRD with Black 
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scholars might be beyond the scope of the academic department or even the college.  While there 
is likely some validity to that argument, it does not dismiss the fact that the phenomenon exists, 
that it negatively influences the field and that it does not appear to be a topic of discussion 
amongst HRD professionals.   
 
Significance of Diversity in Higher Education 
 
Over the last several years, higher education institutions have made a significant push 
towards creating diversity-related measures.  Though positioned as an innovative measure to 
compete globally, impact educational and learning, diversity was also an attempt to make 
campuses appear more reflective of the communities’ students reside in (Patton, 2017).  At one 
time, simply altering the gender and faces on campus was considered diversity.  Today, 
invitations to campus are merely the first step.  Developing a variety of initiatives imploring 
campus communities to be more transformational, increase retention and maintain larger social 
and global impacts are only some of the current measures surrounding campus diversity.  Those 
things considered, what may be more perplexing is the significance of diversity to higher 
education institutions and its evolutionary process.  Williams and Clowney (2007) propose four 
reasons higher education institutions need to give strategic consideration to diverse measures: 1) 
legal and political dynamics; 2) changing demographics; 3) rise of a postindustrial knowledge 
economy; and 4) persistent societal inequities.   
In her literature, Clark (2011) references historical precepts of diversity in higher 
education as measures to ensure institutional compliance with policy.  Others have positioned the 
legalities of diversity in higher education similarly (Harper et al, 2009; Reay, Davies, David & 
Ball, 2001).  In 1961, John F. Kennedy signed Executive Order 10925, which mandated federally 
funded projects to take affirmative action to ensure that applicants are employed and employees 
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are treated during employment, without regard to their race, creed, color or national origin 
(Kelly & Dobbin, 1998).  These policies were expounded by President Johnson to include 
women and, in 1964, became the Civil Rights Act.  Not only did affirmative action policies 
require federal mandates centered on diversifying employment via hiring, promotion and 
harassment issues, but these policies were financially linked to federal resources.  Campus 
landscapes were being altered because they were forced to comply with the law and thus, many 
of those earlier positions became the initial diversity officers and campus policymakers in 
relation to diversity.   As disparities for the marginalized increased, so too did the research 
increasing awareness and needs to expand campus responsibilities as diversity evolved. Today, 
higher education institutions, like many for-profit global organizations, attempt to weave 
diversity into the fabric of its missions and bring notoriety to differences. 
Diversity is positioned on many campuses to promote growth, lend itself to the learning 
environment, help promote scholarly discourse and helps create adaptations of new complex 
social structures within varied campus communities (Clark 2011; Clarke & Gonzalez, 2012; 
Wilson, 2013).  Diversity measures help respond to the achievement and gender gaps (Clark 
2011), in addition to empowering students to learn skill sets and manipulate relationships amidst 
varying ethnicities (Van Vught, 2009), cultural norms, languages, sexual orientations and 
religious affiliations (Gurin et al., 2002).  The U.S. Census Bureau (2014) suggests that by 2050, 
no clear ethnic majority will exist in America.  Thus, diversifying college campuses inherently 
aids students amidst coexisting environments that mirror the globe.  Additionally, organizations 
are seeking talented new employees who are culturally adept (Wilson, 2013).  Thus, for recent 
graduates, much of that experience derives from the environment provided by their higher 
education institution.  As demands for global business opportunities expand, organizations will 
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seek individuals to help increase their business platforms, but will likely require adaptive soft 
skills and a cultural relevance that can be enhanced by campus experiences. 
In 2003, the U.S. Supreme Court upheld affirmative action programs to be constitutional 
in Grutter v. Bollinger.  The court opined that higher education requires the “development of 
leaderships in a diverse society, particularly selective colleges and universities” (Yudof & 
Moran, 2017, para 4).  Similarly, in the 2017 affirmative action case Fisher v. University of 
Texas at Austin, which fought the use of racial identifiers in admission policies, the University of 
Texas at Austin positioned their beliefs in diversity by asserting “race-neutral criteria alone could 
not achieve the pedagogical aims of promoting cross-racial understanding, counteracting 
stereotypes, and preparing students for a diverse work force and for leadership roles” (Yudof & 
Moran, 2017, para 4).  Many scholars maintain similar perspectives to the universities in the 
aforementioned cases – campus diversity programs increase access, improve intergroup 
dynamics, and promote social progress (Clark, 2002; Clark, 2011; Heller, 2001; Gurin et al., 
2002). 
Not all positions regarding diversity in higher education are positive.  Of course, there are 
those that believe that race should not be an identifier for admission, but others are not opposed 
to diversity, but merely its case-by-case application.  Patton (2017) for instance, posits that both 
diverse populations of students and suitable candidates for employment are on a decline (in 
relation to higher education).  She suggests that diversity initiatives be revamped and interwoven 
into more valid, collaborative, innovative decision-making processes. Gurin et al. (2009) 
supports diversity by advocating for more evidence-based outcomes that better situates the 
debate about diversity and demands resources for support based on tangible outcomes.  Taking a 
more critical approach, Clark (2011) suggests that diversity does little to support the achievement 
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gap and argues “How important is diversity?” If we truly value it, if closing the achievement gap 
is a real priority and not just lip service, then funding for diversity should be base budgeted—
something we fund no matter the fluctuations in the economy, or the swing of the political 
pendulum on Capitol Hill, in state legislatures, on higher education boards, or among system or 
campus leaders” (p.58).   
Diversifying college campuses has a storied existence.  In theory, the ideology 
surrounding diversity is positive – persuading administrators, faculty, students and other 
stakeholders to both agree to its need and actively participate is the conundrum.  Acknowledging 
and celebrating differences by subsequently working through those differences to discover 
likenesses can be a rewarding and enriching experience.  If promoted effectively, differences can 
be used as tools for improving an understanding of another’s culture or perspectives, which 
makes living, learning and the pursuit of academic excellence a more well-rounded approach. 
Recognition and acknowledgement of differing historical, cultural and social nuances are 
imperative for diversity programs to have merit. 
 
Diversification vs Internationalization 
 
Over the last several decades, international student mobility (ISM) has played a 
significant role in the development of higher education institutions (Altbach & Knight, 2013).  
According to Knight (2015), earlier renditions of ISM were referred to as international education 
and newer terms have evolved including academic mobility, transnational education, borderless 
education and cross-border education.  No matter the politicized moniker, ISM, in reference to 
higher education, can be best defined as “the process of integrating an international, intercultural, 
or global dimension into the purpose, functions or delivery of postsecondary education (Knight, 
2015, p. 2).  Ultimately, the objective of exploring internationalization in this work is to better 
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understand its impact and some of the intended/unintended causes its applicability has on Black 
students.  
 
Enrollment 
 
When referencing international trade, the World Trade Organization (WTO) describes the 
facilitation of international academic services as “consumption abroad – consumers who move to 
the country of the provider” (Altbach & Knight, 2013, p. 292).  The referenced consumers are 
not simply consuming a viable education, but they are also consuming resources and, most 
notably to marginalized populations of American students, space (Clark, 2011; Macrander, 
2017).  International students occupy space and, often times, at an alarming rate.  Since 1970, 
international student admission in the U.S. has increased from less than 2% to nearly 5% of the 
total U.S. student population.  Easier said, there are nearly 1.5 Million international students in 
U.S. higher education systems (U.S. Department of Education, 2016).  Although Black American 
students comprise over 3 Million students in higher education, the growth rate of these two 
cohorts of students have stark differences.  
Diversity, for many Black students, has grown to become a meaning of globalism and 
multiculturalism.  The international student populations have grown, while Black student 
populations have dwindled.  In most cases, international students double the Black population of 
students on many U.S. campuses.  That implosion has left Black students feeling vulnerable and 
wrestling with the concept of being a minority amongst most domestic populations of ethnicities 
and also to international students (Johnson, 2015).  The ability for Black students to participate 
in postsecondary education systems transpired just over 60 years ago.  In reference, many Black 
students have family members who experienced segregation or know of elders in their 
communities who were made to feel less than by systemic means of oppressive power behaviors 
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like racial segregation or the refusal to integrate education systems.  In circumstances where 
Black students (and other marginalized populations) are fighting for a right to be included, where 
Blacks are raising their hands and asking, “Wait, what about us?”  it can prove difficult to 
understand.  When empirical data supports the divisiveness in education, when evidence supports 
the relevance of the U.S. achievement gap that could be resolved with funding and resources, 
experiencing more international students on campus than Black students can be difficult to make 
sense of.  For clarity, Black students do not have concerns with international scholars attempting 
to better themselves, but the ideology of internationalization, to some Black students, carries 
with it a meritocratic, normalized, inequitable, unfair, discriminatory behavior similar to other 
American systems of oppression (Johnson, 2015).  Learning to cope with racially stressful events 
is commonplace for Black people (Gaylord-Harden & Cunningham, 2009) and what some 
Blacks students experience are normative responses to American behavior that cultivate feelings 
of being less than; of already being a minority to white students and now shifting to also being a 
minority to international students.  Although some of these feelings can be displaced, they should 
not be diminished.   
 Some question if Black students are being left behind to make space for students from 
international countries.  A recent qualitative inquiry into higher education institutions in Boston, 
Massachusetts determined that Black student enrollment had not increased in over 35 years and 
questions if Black enrollment was sacrificed for the recruitment of international students 
(Duncan et al., 2017).   Though little empirical evidence supports this position, some question 
where Black students are positioned in reference to internationalization and its financial impact 
on global interests, the U.S. economy and higher education institutions.   
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Profit 
 
Higher education institutions receive a variety of benefits from the increase in student 
populations from international countries.  Institutions not only position their campuses as diverse 
but they brand their institutions as multicultural, which gives the indication that the needle has 
moved from diverse (referencing White, Black and Brown people) to a melting pot of individuals 
reflective of trends transpiring in global business.  Clark (2011) argues that outside business are 
influencing international endeavors on campuses to develop an “available workforce that is both 
highly diverse in composition and highly culturally competent to the United States’ continued 
competitive participation in the world economy” (p. 59).  Additional benefits from these 
relationships are large donations and campus projects, in addition to institutions having global 
positioning power (Scutari, 2017).  By branding themselves as a multicultural, global institution, 
equipped with global business partners that can fund new international developments or assist 
with large intercontinental research projects, higher education institutions become more 
attractive (Scutari, 2017).   
As state and federal funding for higher education institutions wanes from year to year, 
some are investigating a new adoptive business model in which institutions are broadening 
funding efforts by utilizing funding from international students (Bellaware, 2014; Macrander, 
2017).  Bellware (2014) supports this position by arguing “the influx of foreign nationals has 
been a boon for cash-strapped public universities. Nearly all of these schools have seen their 
funding slashed over the years, and looking abroad is one way to find young, bright minds 
willing to pay sticker price for their education” (para. 5).  International students have always 
added financial vitality to higher education institutions, but since the economic hardships 
experienced in 2008, a shift transpired where in six-year timeframe, U.S. institutions experienced 
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a 45% increase (302,906)  equating to a $27 Billion increase to the U.S. economy (Macrander, 
2017).   
Like any potential college student seeking the best education possible, international 
students identify and pursue the best U.S. institutions, which furthers the marginalization of 
Black students.  Altbach and Knight (2013) propose international students “desire to attend well-
known, academically competitive institutions international academic mobility similarly favors 
well-developed education systems and institutions, thereby compounding existing inequalities” 
(p. 291).  These inequities already exist for Black students without the increased fluctuations in 
international academic mobility, so it would make sense that Black student populations have 
either diminished or remained stagnant. 
 
Black Student Experiences 
 
As the international student population began to incline in U.S. institutions began, so too 
did the scholars producing literature about phenomenon impacting the international student 
population like: discrimination (Lee & Rice, 2007), student safety (Findlay et al., 2012), 
acculturation (Smith & Khawaja, 2011) and cultural adaptation (Zhou et al., 2008) to name a 
few.  Difference, in any respect, presents a struggle, but race in American contexts adds an 
increased element of fervor.  Alon (2007) argues that “the perseverance of race and ethnic 
differences in graduation from selective institutions requires attention to support mechanisms 
that aim to compensate for (given) students’ prior deficiencies and enhance their persistence in 
earning a college degree” (p. 296).  Thus, no matter the ethnic make-up or which race of people 
are the minority, cultural needs exist that differ from the majoritarian perspective. 
In analyzing the Black student experience, Harper and Hurtado’s (2007) work analyzed 
the racial climate on five PWI campuses and discovered that racially diverse campuses have a 
 49 
 
 
significant impact on the cognitive, psychological, interpersonal and psychosocial abilities of 
students during and after college.  Additional findings suggest white students were rarely aware 
of negative engagements that Black, Latino and Native American students encountered nor were 
they familiar with the contempt that those students felt towards their institutions.  Boatright-
Horowitz, Frazier, Harps-Logan and Crockett (2013) describe this behavior by white people as a 
normalization of racism; opting to view racism as “disparities confined to the distant historical 
past” (p. 698).   These results prove impactful as other scholars recount experiences that transpire 
amongst Black students on campuses where they disproportionately find themselves the 
minority.     
Robertson and Chaney (2017) conducted a qualitative study analyzing the impact that 
microaggressions had on impact of Black male college students at PWIs.  Racial 
microaggressions are subtle and sometimes unconscious means of racism that have an impactful 
effect on their recipients.  Scholarship from Solorzano, Ceja, and Yosso (2000) and Easterwood 
(2016) assert that microaggressions can be characterized as racist or sexist acts that 
underestimate based on gender or race.  Easterwood (2016) characterizes examples of 
microaggressions by sharing the following:  
“Microaggressions in a PWI setting often look like: A teacher calling on the 
only Black student in class to give the “African American perspective,” Black 
students rarely being chosen by other students for group projects, or students 
refusing to share a pathway when a student of color is passing. Another 
common example is a person of color being viewed as a credit to his/her race 
and hearing comments like, “you speak very well” are often offered as a 
compliment. Even if it is not the intent, these comments reject the thoughts, 
feelings, and reality of people of color. Microaggressions may seem subtle, 
but their everyday occurrence is enough to cause Black students to feel 
unwelcomed and inadequate at an institution” (p. 5). 
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Robertson and Chaney’s (2017) study purports that Black males experienced a variety of 
behaviors from microaggressions to overt racism and a campus that lacked cultural relevance or 
understanding of Black male experiences.  Fries-Britt and Turner (2001) conducted a qualitative 
study that examined the academic, racial, and social experiences of 15 Black students persisting 
towards graduation at a PWI. The results indicated that all participants had to prove their 
intellectual competence more often than their White peers.   
Aside from the alienation, frustration, exclusion and discomfort experienced from racism 
and microaggressions, what manifests from continuous positioning of race and their education, 
Black students experience a variety of psychosocial impairments. Eastwood (2016) describes the 
outcomes from consistent strife with positioning race against institutional racism as a racial 
stress that has lasting impact.  Pieterse et al. (2010) argues that exposure to racist events creates 
psychological stress in Black students.  Racial Battle Fatigue is a term coined by Smith, Hung 
and Franklin (2011) that best described consequences of racism experienced by Black male 
students. Sue et al. (2008) raises concerns regarding the lack of therapies offered to Black 
students who experience cumulative effects of racial microaggressions.  The multitude of studies 
investigating the Black student experience provides value in terms of analyzing the long-term 
effects of how Black students deal with racial stress. 
 
Black Graduate Students 
 
It is important to recognize that many of these studies either specifically investigate 
undergraduate experiences or do not acknowledge a difference between Black undergraduate and 
graduate experiences.  Black graduates, although they may be a bit more mature and better 
equipped to navigate perceived acts of racism, their relationships with faculty may prove to be 
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more cumbersome and imperative to their personal academic success.  In addition, financial aid 
(grants, scholarships, assistantships) becomes a vital aspect of Black graduate student success.  
For these few anecdotal suggestions, it is imperative to include the Black graduate perspective 
and their facilitation of racism in higher education institutions.  
Often times the issues impacting Black student success is predicated upon a variety of 
factors that help retain students like learning communities, first-year interest groups, tutoring, 
mentoring, and student orientation (Myers, 2003).   Williams, Brewley, Reed, White, and Davis-
Haley (2005) developed a research initiative specifically targeting Black female graduate student 
experiences at PWIs.  Underpinning Black female graduate student experiences with Black 
Feminist Thought, the researchers detailed the mentorship from professors and psychosocial 
support from the Black campus community that was imperative in their academic success.  
Another study focusing on Black graduate students, explored personal student relationships with 
faculty, other students and the institution (Johnson-Bailey et al., 2008).  The authors determined 
the primary support network for Black graduate students were other Black graduate students that 
extended beyond just their department.  With so few Black graduate students on campus, leaning 
on one another as a campus-wide initiative becomes imperative for success. This behavior was 
necessary because Black graduate student experiences were significantly different from their 
white counterparts.  Black graduate students perceived white graduate students to have larger 
support networks, friendlier campus environment and more positive classroom interactions. 
Cooper (2017) conducted a qualitative study investigating the graduate student experiences of 
former HBCU students who were now attending PWIs for their graduate education.  Many of the 
previous sentiments pertaining to Black undergraduate students existed in Cooper’s study, with 
detailed importance surrounding “student academic, social, and cultural experience applicable to 
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student development” (p. 198).  The length of the graduate programs increased the amount of 
time Black graduate students were routinely exposed to manifestations of discrimination, 
microaggressions or racism. 
 The provided examples of research indicate that Black graduate students have similar 
experiences to black undergraduate students, but the racial stress and fatigue can be exacerbated 
due to the length of graduate programs, the magnitude of the relationships with faculty and 
exposure to institutionalized culture.  
 
Cultural Congruence 
 
The concept of cultural congruence suggests learning is best accomplished in 
communities, classrooms or environments compatible with the cultural context, in which people 
live, serve and thrive.  Simply, cultural congruence is establishing an awareness of cultural 
phenomena that exist amongst learners.  This awareness, then, helps sculpt what information 
instructors deliver and how to best deliver that information guided by those cultural norms, 
traditions, experiences of learners geared towards improving learning outcomes.  Cultural 
congruence can be minimal alterations to designed learning methodologies; recognized in varied 
contexts like language, social engagement or even mannerisms of teaching which have proven 
culturally dismissive for some learners.  For instance, Ladson-Billings (2014) proposes teachers 
should develop a variety of strategies to improve cultural congruence in their classrooms.  These 
strategies include:  engaging in collaborative teaching environments, understanding and utilizing 
speech or nonverbal means of communication familiar to students and lastly, developing 
curriculum inclusive of historical, cultural, social, ethnic and linguistic differences.  These are 
just a few suggestions designed to impact the learning capabilities of students in a multitude of 
learning environments.   
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Cultural congruence transpires beyond formal learning environments via experiential 
learning.  Experiential learning transpires as learners have an opportunity to experience new 
phenomenon from both an instructional perspective and learning through the reflection of doing 
(Patterson, Dunston, & Daniels, 2013).  Referring to Ladson-Billings’, students are afforded 
opportunities to experience new cultural phenomenon, expand their awareness of other cultures, 
devise their own methods of cross-cultural communications (e.g. non-verbal communications, 
gestures, etc.).  In this way, cultural congruence affords all members of the learning environment 
opportunities for increased knowledge and an improved cultural awareness. 
One learning environments providing a compatible cultural environment are Historically 
Black campuses (HBCUs).  On HBCU campuses, this style of learning is manifested and 
mirrored in relationships amongst students, faculty and staff.  On a much larger platform, 
HBCUs have historically offered Black students culturally congruent learning opportunities by 
creating culturally relevant examples students can mirror, develop and strive to attain.  Black 
students learn from others who both look similar and who derive from similar cultural 
backgrounds.  Black students also have opportunities to learn and engage with faculty who 
naturally incorporate teaching methodologies and curriculum designs for Black students, 
inclusive of cultural nuances, addressing their learning deficiencies and highlighting their 
academic prowess.   
  Many researchers have analyzed cultural congruence through the prism of HBCUs and 
their academic benefit to Black students.  Perna, Lundy-Wagner, Drezner, Gasman, Yoon, Bose 
and Gary’s work (2007) utilized a case study to determine the academic benefits that HBCUs 
offer Black women preparing for STEM (Science, Technology, Engineering and Math) fields.  
The authors indicate the success of Black women in STEM careers is related, in large part, to the 
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academic preparedness experience in institutions of higher learning.  The intersectionality of 
being both Black and women are juxtaposed against a variety of academic struggles and 
“institutional structures, policies, and practices contribute to the attainment of women and 
minorities in STEM fields” (Perna et al., 2007, p. 5). HBCUs are generally important and 
effective institutions towards supporting Black populations in STEM fields.  The researchers 
imply that HBCUs offer Black students increased self-efficacy, more opportunities to develop an 
interest in STEM fields, elevated levels of academic/social support and HBCUs better address 
“barriers that limit persistence” in STEM-related fields (p. 6).  Lastly, Perna et al.’s (2007) 
research conveys increased levels mentorship for women in HBCUs as one means of a multi-
faceted institutional approach towards developing Black women seeking STEM careers.  Black 
women interested in pursuing STEM fields intentionally select HBCUs to receive a variety of 
cultural support that increases self-efficacy of those pursuing STEM careers. 
Outcalt & Cox’s (2002) work is somewhat aligned in self-efficacy at HBCUs, but takes 
approach Black students’ satisfaction with institutional support, climate, and academic success.  
The authors argue that campuses work in relation to student development and success; for a 
student to be successful, their campus must “exist in a relationship of mutual influence” (p. 333).  
Outcalt & Cox (2002) surveyed nearly 5700 students at both HBCUs and Predominately White 
Institutions (PWIs) for comparative analysis.  The authors conclude the following significant 
aspects:  1) HBCUs provide a more supportive climate for students; 2) HBCUs provide a more 
satisfying student experience; 3) Black students were more inclined to feel a sense of community 
on HBCU campuses; 4) HBCUs’ unique advantages are related to students’ experience with their 
human environment.  
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Kim & Conrad’s (2006) research analyzes Black student academic prosperity at HBCUs 
and the variables intricate to that success.  For instance, HBCUs often lack similar resources as 
PWIs, but offer a more “collegial and supportive learning environment for students and faculty” 
(p. 401).  Retention on HBCU campuses are relatively high (in comparison to PWIs), which is a 
direct reflection of the student-faculty relationship; HBCU students often experience increased 
mentorship opportunities on HBCU campuses including the ability to conduct research with 
professors.  Moreover, these interactions increase the enhanced appreciation for student 
circumstances; faculty have a better opportunity to assist if there is an increased investment in 
students. There is an inclusiveness which exists on HBCU campuses because, in part, faculty 
recognize the cultural struggles of their student body.  Faculty work to extend themselves in 
supporting student development and develop caring relationships existing beyond the classroom.  
For nearly 200 years, HBCUs, have invested in means ways to serve their socializing mission to 
the Black American. LeMelle argues, “In so doing, they have enhanced the quality of life of all 
Americans and have forced U.S. society to move closer to achieving its pluralistic ideal” (p. 
2002) 
These aforementioned studies support the position that Black students experience greater 
amounts of cultural congruence on HBCU campuses, which leads to academic success, increased 
retention, graduation rates, self-efficacy and campus experiences.  These cultural factors prove 
significant as this work further explores the relationship Black HRD graduate students 
experience in their academic pursuits. 
 
Black Americans & Work 
 
Work forms a major part of adult life and many equate personal happiness, satisfaction and 
self-efficacy to accomplishments in the workplace (Combs & Luthans, 2007).  According to the 
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U.S. Bureau of Labor Statistics (2015), nearly one-third of Americans spend their lives working.  
Satisfaction at work not only provides a means of livelihood, but employment enables for the 
expansion of relationships within varied social and organizational arenas.  However, statistical 
information from the U.S. Bureau of Labor Statistics (2014) depicts a more concerning reality 
for Black Americans:   
1) The overall unemployment rate for the United States was 7.4%; however, the rate 
for Black Americans was highest (among all ethnic groups) at 13.1%.   
2) Additional studies showed that among adult men (age 20 and older), Black 
Americans were least likely (67.2%) to participate in the labor force than were the 
other groups.   
3) Among the major race and ethnicity groups, Blacks continued to have 
considerably lower earnings than Whites and Asians. The median usual weekly 
earnings of full-time wage and salary workers were $629 for Blacks, compared 
with $802 for Whites and $942 for Asians.  
4) Among men, the earnings of Whites ($884), Blacks ($664), and Hispanics ($594) 
were 83%, 63%, and 56%, respectively, of the earnings of Asians ($1,059).  
5) The median earnings of White women ($722), Black women ($606), and Hispanic 
women ($541) were 88%, 74%, and 66%, respectively, of the earnings of Asian 
women ($819).  
 
These statistics are clear indications that race plays a major role in the workplace.  
Employability, earning potential and employment longevity are each factors that intersect with 
race and whose impact can be measured independently or aggregately.  Thus, racism 
significantly impacts the work environment and valid concerns exist in terms of understanding 
how African-Americans (as scholars, practitioners and employees) can utilize the design of HRD 
to help in both conveying those aspects and understanding them.  The aforementioned figures 
leave significant room for research into variables that have long, lasting, negative effects on 
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Black Americans in relation to the work environment, the ability to work or even the potential 
work-related outcomes for employers.  HRD is missing opportunities to develop stories, conduct 
research and hear perspectives of people that work in organizations who experience 
circumstances very differently.  
As Hansman (2002) notes, businesses and organizations are often a reflection of American 
society – “they do not exist independently of the outside world” (p.41).  The author gives 
reference to the ideology that work environments are not independent of tenets associated with 
American culture such as: racism, discrimination, segregation and social class.  To Blacks, these 
variables are tangible and continuously noticeable both in the workplace and beyond.  Research 
suggests that the negative effects have been both physical (Asakura, Gee, Nakayama, & Niwa, 
2008) and psychological/emotional (Utsey, Ponterotto, Reynolds, & Cancelli, 2000) in nature. 
For those feeling a sense of isolation, without a voice or a lack of justice, these situations are 
more poignant.  The significance of these effects poses severe consequences beyond the confines 
of work (Schaubroeck, Jones, & Xie, 2001). Thus, attempting to separate roles and expectations 
that exist within the work environment often prove difficult beyond the work environment. 
According to the U.S. Bureau of Labor Statistics (2014), continued demographic changes 
in labor force will see dramatic increases by 2050.  With the influx in immigration and the 
addition of younger, diverse and more technologically advanced employees entering the work 
force, soon the majority (Whites) will become the minority.   These factors include variations 
across the groups in educational attainment; the occupations and industries in which the groups 
work; the geographic areas of the country in which the groups are concentrated, including 
whether they tend to reside in urban or rural settings; and the degree of discrimination 
encountered in the workplace.   
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As demographics of the work environment change and the profitability of globalization 
makes markets more diverse, organizations have become increasingly more aware of the role that 
race, culture and diversity play in the work environment.  Many organizations attempt to address 
diversity proactively to effectively promote change, innovation and limit the amount of 
discriminatory practices at work, while allocating serious resources towards those initiatives.  
Intel, for example, invested $300 million to create talent development opportunities for women 
and underrepresented groups focusing on both hiring and retention (Brown, 2016).  
However, in order to fully accomplish this task, there must be a means to understanding 
what Black Americans experience in association with work that connects feelings, thoughts and 
beliefs into action or, as a common thread at AHRD conferences and in classrooms, “connecting 
scholarship to practice.”  By electing not to address vital aspects that are inherent to Blacks, the 
field of HRD suffers.  Future opportunities for young scholars that may conduct research, 
generate new concepts inherently important to HRD, will likely never transpire.  Bierema & 
Callahan (2014) suggest shifting the paradigm of HRD beyond the “holy trinity” of Career 
Development, Organization Development and Training and Development, to be more inclusive 
of concepts that provide a more holistic approach to HRD.   
 
HRM or HRD? 
 
The practice of Human Resources has been a viable concept since the onset of the 
Industrial Revolution.  Through time, both organizational leaders began to recognize that 
positively influencing their labor force equated to increased business outcomes.  Hence, as 
organizations grew and became more complex, so too did the needs and expectations of people 
working for those organizations.   
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Although Human Resources has been defined by a multitude of increasingly complex 
variables, the field has also splintered in varied directions relative to scholarly sentiment.  
Human Resources has fractured into predominately two different domains, HRM (Human 
Resource Management) and HRD (Human Resource Development).  Both of these disciplines 
bring with them a variety of complexities, but their similarities often lack true distinctions and 
make it difficult for some to recognize where one begins and the other ends.  
In order to effectively delineate practices in the field of Human Resources, one must first 
understand the nexus that exists between HRM and HRD.  Human Resource Management 
(HRM) is generally described as an organizational function responsible for management, 
recruitment and direction of individuals working in organizations.  The tenets of HRM usually 
span areas associated with:  compensation, benefits, discipline, policy interpretation, 
management advice and other varied administrative services.  HRM is designed to tactfully 
maintain an organization’s daily operations and devise strategic impact by creating measures 
linked to areas within those aforementioned tenets.  HRM manages the daily aspects normally 
assigned to a Human Resources Department.  Thus, to some, this is more of a tactful 
responsibility. 
Conversely, Human Resource Development is a framework that helps increase the 
working knowledge, skills and abilities of an organization’s employees.  HRD can best be 
explained as a process of developing individual skill sets by utilizing varied aspects of training 
and development to improve employee performance.  This perspective; however, is driven by the 
need to make the working environment a social atmosphere that promotes critical thinking, 
enhances the working experience, sets the tone for the organizational culture and, in turn, 
improves the organization’s objectives (Dunn, 2006).  The practice of Human Resource 
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Development is a relatively new phenomenon, as are its primary areas of function:  
Organizational Development (OD), Career Development (CD), Strategic Human Resource 
Development (SHRD) and Training & Development (TD) (Hamlin, 2002). Mentoring, 
performance management, workforce development, succession planning and training are all 
facets of Human Resource Development found within these primary areas of function.  In order 
to effectively enhance the working environment and attain an organization’s objectives, all of 
HRD’s disciplines must coordinate and partner together to create the best impact and creative 
advantages possible. 
As noted by Ruona and Gibson (2004), the distinction between the fields of HRD and 
HRM are blurring.  Both fields have established HR as an important function in organizations.  
However, they disagree on the definition, role of HR in organizations and how to study that role.  
Each field focuses on different questions and provides unique understanding and perspectives 
about HR.  Although scholars view these as competing perspectives, the increasing complexities 
in organizational contexts underline the need for drawing on the contributions of the two fields.  
Often, practitioners find their organizational responsibilities cloaked in various areas of Human 
Resource responsibility.  Training employees, providing team building seminars, managing 
payroll and improving culture are all facets relative to Human Resources and practitioners often 
argue their responsibilities exist amidst many of these areas and, therefore, cannot be attributed 
by any one particular domain.  In essence, organizations determine the areas of responsibility for 
Human Resource Departments and quite often, those include both HRM and HRD functions.  
Attempting to maintain an individualistic approach has seemingly become necessary for 
relevance and validation within each discipline, but several would argue the disciplines are more 
interdependent than individualistic.  
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What is in a Definition? 
 
 With Human Resource Development being rooted in behaviorism, its associated theories 
are no different (Gibson, 2004).  Behaviorism is a valued commodity and aids Human Resource 
practitioners in aligning the needs of an individual with the long-term goals of an organization.  
Understanding motivation, attitudes, work place relationships and culture, allows HR 
practitioners to anticipate situations and develop solutions.  Behaviorism becomes particularly 
important within the HRD discipline when the lines between philosophies are blurred.  When 
compared to other common practices, Huselid, Jackson, and Schuler (1997) concluded that 
technical HR practices are inadequate as a means of differentiating organizations from their 
competitors and therefore needed to support effective strategic human resources.   
Han, Chae, Han, and Yoon’s (2017) work analyzed 17 of the most popular HRD 
definitions over a span of nearly 50 years (1960-2008).  Their analysis included 1) a synthesis of 
cultural phenomenon, scholarly gains, and concepts that may have added to definitions in each 
era; and 2) a compilation each time an author’s definition was cited.  For its entire existence, 
HRD scholars like Ruona (2000), McClean and McClean (2001), Weinberger (1998) have 
provided scholarship concerning the attempts to define, categorize and position HRD, but to no 
avail.   
In 2001, Lee’s seminal contribution to the academy drew attention when she refused to 
define HRD.  She argues that because of the vast scholarly discourse and potential for activities, 
HRD is too complex to conform to any prescribed set of rules.  She further suggests that based 
on situational circumstances, perspectives and philosophies, HRD professionals and scholars 
should utilize an approach that fits the appropriate circumstance (Fenwick, 2004; Lee, 2001).  
HRD’s uniqueness is that it is dynamic; it is organic; it moves, alters and develops similarly to 
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that of organizations and people for which they provide service.  That flexibility creates a 
diversity of sorts, which offers a variety of different approaches, varied perspectives and unique 
initiatives from which to incur the best outcome.  Lee’s (2001; 2014) position is vital to HRD.  
She suggests that each person develop their “own, emergent view of HRD, rather than adopting 
the one…In this way, HRD is different for each person and emerges out of their experiences” 
(Lee, 2001, p. 339).   
 
HRD & Race 
 
Understanding why race has yet to be at the fore of HRD scholarship is a complex 
conundrum.  While there are arguably a variety of added variables in the discussion of HRD’s 
relationship with race, I will offer two (2) significant arguments which better explains why HRD 
has not included race as a means of scholarship. 
First, and most poignant, one must acknowledge that HRD derives from Whiteness.  
Henry & Tator (2006) describe Whiteness as:   
“Whiteness,' like ‘colour' and ‘Blackness,' are essentially social constructs 
applied to human beings rather than veritable truths that have universal 
validity. The power of Whiteness, however, is manifested by the ways in 
which racialized Whiteness becomes transformed into social, political, 
economic, and cultural behaviour. White culture, norms, and values in all 
these areas become normative natural. They become the standard against 
which all other cultures, groups, and individuals are measured and usually 
found to be inferior” (pp. 46-47). 
 
Whiteness involves power, privilege and exclusivity.  Moreover, Whiteness is more than just the 
physical characteristic of skin tone.  Instead, Whiteness is an ideology based on beliefs, values, 
behaviors, and attitudes, which result in the unequal distribution of power and privilege based on 
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skin color.  Hence, this suggests those benefitting from Whiteness have normative privileges 
through descriptive uses of power and authority.  
HRD was never formed as an inclusive discipline to include People of Color (POC).  
HRD originated from perspectives Lee (2014) denotes in her work:  
“The bulk of early management research was done on (and in) white U.S. 
bureaucratic organizations and our current understandings of management 
theory and practice are derived from this culturally specific and non-
representational sample.  Despite this, early research was assumed to apply to 
all management, and it was assumed that management was a singular global 
concept without national or situation specific boundaries, that there were right 
and wrong ways of managing, and that it was possible to derive a single 
global set of tenets for best practice.” (p. 99). 
 
Lee’s point suggests the foundation of HRD originated from a White, Patriarchal, Eurocentric, 
Heterosexual narrative.  At the inception of HRD, the field was never conceptualized to be 
inclusive of thought outside of those constructs and is still taught, practiced and regurgitated in 
the same manner today.  Although scholars like McLean & McLean (2000) recognize previous 
HRD definitions excluded varied perspectives beyond an Americanized definition, I would 
submit that was intentional.  Later in this work, I provide data suggesting Black HRD doctoral 
students are unable to research aspects of race due to a lack of faculty support and the control of 
narratives by using the journal submission process to reject proposed scholarship. When Ruona 
(2000, p. 2) suggests, “As a profession, we have not done a very good job of working to identify 
who we are, what we stand for, and what we can do for those we serve,” Black HRD emerging 
scholars, are likely asking, “Who is being included in the WE that she is referring to?” 
  The next point helping explain why HRD does not inject aspects of race in scholarship, 
relates to the inability to define HRD.  Is HRD devised to be solely tied to organizational 
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outcomes?  Is HRD tied specifically to people outcomes in organizations and therefore linked 
back to organization outcomes?  Is HRD only related to Training, Leadership and Organizational 
Development?  If a topic is not linked to one of these tenets is it not HRD?  Exactly who should 
be defining HRD?  Is it the traditionalists of HRD?  Those scholars who have a multitude of 
research, journal submissions and conference speeches on their resume? 
Keeping the definition of HRD in flux means the field experiences a state of intended 
chaos that supports a specific lens of HRD.  In this way, scholarly issues surrounding social 
justice, critical perspectives or marginalized communities like LGBTQ, women or Black and 
Brown people, are selectively accepted to the Academy as scholarship.  Without defined 
parameters, the Academy has full authority and power to determine what is and is not HRD.  By 
not defining HRD, the field benefits by celebrating its flexibility being interdisciplinary, while 
simultaneously remaining rigid, fixed, and anchored in antiquated views of who and what 
constitutes scholarship.  Thus, scholars who find race an important aspect of organizations, are 
likely to realize their research interests are not supported.  Literature centered on race that has 
been accepted to the Academy is likely a former version of its original self – narratives which 
have been revised and positioned to be less critical and more palpable. 
In Ruona’s (2000, p. 15) work discussing defining HRD she writes:  
 
Other participants wondered why HRD was tending toward being defined, 
indeed constrained, by the organizational setting.  They believed that HRD 
should expand its role and serve the needs of individuals in society by helping 
them to develop and realize their potential.  Of course, this was not without 
controversy; another participant made an appeal for more involvement in 
communities but emphasized that this effort should be labeled what it is – 
social responsibility – and not HRD. 
 
 65 
 
 
 This exemplifies how not defining HRD helps control a narrative that works 
to diminish scholars interested in HRD principles and scholarship which is different.  
Why is the scholar’s perspective controversial?  Why does the desire to view HRD 
outside of its normal paradigm immediately garner a label tied to an organizational 
concept when the initial sentiment was to move beyond organizations and address 
societal conundrums using HRD methods?  As a field, HRD cannot describe what 
HRD is, but somehow knows what it is not?  This helps orient the scholarship around 
race and better details why it has not been routinely accepted in HRD literature.     
 
How Does HRD Define Diversity? 
 
“Real cultural diversity results from the interchange of ideas, products, and influences, not from 
the insular development of a single national style.” 
Tyler Cowen (2009) 
 
According to Gilley, Eggland & Gilley (2002), the foundation of Human Resource 
Development (HRD) is the development of people to enhance the effectiveness of individuals, 
groups and organizations.  At its core, HRD is a practice designed to enhance the continued 
performance of an organization’s most prized possession – its people.  Some have claimed that 
HRD originated from developmental efforts that transpired in the US during World War II.  
Swanson and Holton (2001) suggest HRD originated from training during this era which 
incorporated devised systematic performance training, improved work processes and human 
relations in the workplace.  The field settled on the name Human Resource Development in 
1970.  Since then, HRD has “evolved from focusing heavily on the transactional focused training 
and development activities, to acting as a strategic partner in organizations who maximize the 
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skills and talents of the workforce to support the organizations’ goals” (Gilley, Maycunich & 
Quatro, 2002 p. 25) 
If these descriptions of HRD are accurate, then effective methods that better help to 
understand people is imperative.  Thus, recognizing that social constructs of race, racism, 
ethnicity and diversity play a significant role in the daily livelihood of people, including time and 
relationships developed within the work environment.  In order to better orient the discussions of 
diversity within the context of HRD, one must understand how the term is often utilized and the 
differences between culture, ethnicity and race.   
One can argue that culture is the foundation which defines people; each a sum total of 
their life’s experiences.  Culture is a powerful tool which helps to formulate various patterns of 
social beliefs, behaviors and precepts.  Cultural influences are not tangible, but are experiences 
passed from generation to generation having an enormous impact on people’s lives.  “Culture 
and ethnicity jointly provide status, social settings, living conditions and personal experiences for 
people of all ages, and they influence and are influenced by biological, psychological and life 
cycle developmental forces” (Cavanaugh & Blanchard-Fields, 2011, pp. 15).  Traditions, dialect, 
clothes and religious practices are examples of cultural traits that are impacted by exposure to 
varied experiences or locations and aid in shaping one’s cultural identity. Within the context of 
HRD, however, more attention is given to workplace culture than sociocultural issues (Lewis, 
2011; Schuck, Rocco & Albornoz, 2001; Schuck & Wollard, 2010). 
American society was founded on the ideology of dividing people according to 
differences in physical characteristics for economical gain.  As the concept of race evolved in 
American culture, the extermination of Native American, exclusion of Asian immigrants, 
pilfering of Mexican land and enslavement of Blacks was institutionalized in government, laws, 
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policies and procedures.  The term race is generally understood as a socially constructed 
category to denote differences among people and is politically sustained to assign people to 
categories (Byrd, 2014).  Racial implications play a significant role in the work environment, but 
rarely are they discussed by HRD scholars.  “Understanding the effects of race and ethnicity on 
human and organizational behavior and performance is crucial to the development of human 
resources in work organizations” (Alfred & Chlup, 2010, p. 333).  
Ethnicity is a socially accepted group of individuals that can collectively identify together 
based on common ancestral, cultural or national experience.  While race and ethnicity share an 
ideology of common ancestry, they differ in several ways.  Race is primarily solitary. People are 
equipped with only one race, while claiming multiple ethnic affiliations. For instance, people 
with brown skin may appear Black American, but may readily identify ethnically as Nigerian, 
Dominican, Senegalese or Jamaican. Race is socially constructed by the perception of others.  
The fundamental difference between these two concepts is that race is socially imposed and 
hierarchical; there is an inequality built into the system.  Similar to issues of culture, HRD 
researchers have given little attention to race within the context of the field.  Gordon, Brooks, 
Clunis, Munoz, Parsells & Parker (2005) analyzed previous scholarly literature in HRD for 
examples where race and ethnicity were included.  Searching literature over a ten-year span, 
Gordon et al. (2005) discovered that most of the work surrounding race and ethnicity were 
focused on “access and equity” or Critical Race Theory (CRT).  Of the 30 pieces of literature 
reviewed, none included concepts questioning the diversity of HRD as a field. 
Topics of diversity-related issues within the context of HRD are commonly related to the 
diversification of organizations.  Ivancevich & Gilbert (2000) detail the management of diversity 
as “the systematic and planned commitment by organizations to recruit, retain, reward, and 
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promote a heterogeneous mix of employees” (p. 75). Others discuss the significance of managing 
diversity (Maxwell, Blair & McDougall, 2001; Ng & Burke, 2005) within the context of 
organizations, how to leverage, how to measure and diversity-related successes.  Diversity is 
often referred to as variables in relation to gender, race, ethnicity, sexual orientation and 
religion/faith/spirituality to name a few.  Bierema (2010) argues that the concept of diversity 
often lacks deep, scholarly discourse within the Human Resource Development literature 
although it is oriented as an impactful sentiment within the field.  Most HRD researchers and 
scholars’ work is focused on the need for diversity training in organizations (Holladay, Knight, 
Page, & Quiñones, 2003; Holladay & Quiñones, 2005, 2008; Wentling & Palmas-Rivas, 2000).  
Others have positioned diversity in different capacities within the context of HRD.  Kormanik & 
Rajan (2010) raise poignant questions about the incorporation of diversity curricula for senior 
leaders in organizations.  Combs & Luthans’ (2007) study suggests enhancing self-efficacy 
components (enactive mastery, modeling, psychological arousal and verbal and social 
persuasion) during diversity training has a direct correlation to positive trainee outcomes.  
However, some researchers take a more critical approach towards how diversity 
underpins the field of HRD.  For instance, Bierema, (2010a; 2010b) and McDonald & Hite’s 
(2010) work offers suggestions for the field of HRD to implore more diversity-related training 
into university curricula.  As organizations are ever-evolving, fluid entities with global market 
interests, so too are the people, environments and cultures existing within those organizations.  
The authors argue for more deliberate diversity-related curriculum for HRD students to better 
prepare them for situations awaiting them within these organizations.  Byrd (2014) links 
diversity to aspects of social identity, which also transpires within the constructs of the work 
environment.  Bernier and Rocco examined several pieces of literature submitted in HRD 
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journals through the lens of Critical Race Theory (CRT) to better understand how varied work 
oriented the concepts of diversity and equity.  Although scholars are raising aspects of diversity 
within the context of work and curricula, seldom has the field of HRD been called into question 
regarding its lack of diversity.  
These definitions and examples present a strong implication that the field of HRD has 
acknowledged diversity as an important concept that may be gaining more attention.  However, 
the field lacks significant contributions of scholarship for issues relative to race, racism and 
ethnicity in relation to concerns that affect people within working organizations.  These 
concepts, as it relates to this work, are significant in understanding the plight of Blacks in 
relation to HRD.  The field of HRD has grown in its ability to research sociocultural issues and is 
slowly becoming more acceptant of critical perspectives.  Thus, HRD scholars must continue to 
push the elements of social justice and seek scholarly input on aspects of race, ethnicity, 
diversity and culture, which will likely make HRD more attractive to Blacks.  While diversity 
tends to receive some attention in the field, the prominent question of this work remains:  Is the 
field of HRD diverse in relation to Black scholars and practitioners? 
 
Critical Race Theory 
 
Critical Race Theory derived from the failed attempts of the Critical Legal Studies (CLS) 
to bring inequalities of power and wealth to the forefront of legal discussions in the United States 
(DeCuir & Dixson, 2004).  Critical Legal Studies gained traction from those participating in the 
circumstances of marginalization and who were profoundly intent on expressing their 
indifference by altering the country’s legal doctrine; that power, wealth and politics play a 
significant role in legal doctrine.  Thus, the law manifests itself as an oppressing entity where 
those who have will prosper and those without are often doomed. Frustrations deriving from the 
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Civil Rights Movement, Women’s Rights Movement and Anti-War Movements were the 
foundation of CLS and what began as a critical position towards American politics, eventually 
grew into a critical stance towards Western legal ideology (Trubek, 1984).  CLS theorists also 
maintain that despite the law's claims to provide justified, determinate and controlled expressions 
of power, the law fails on each of these dimensions and instead mystifies outsiders in an effort to 
legitimate the results in courts and legislatures (Unger, 1983).  While CLS was committed to 
reshaping traditional conceptions of law, the movement experienced difficulty when central 
tenets could not be agreed to; therefore, diminishing the movement’s momentum.  A significant 
aspect of the Critical Legal Studies movement was the ideology that the legal doctrine bolsters 
patterns of injustice and dominance by majority groups like “Whites, men, the wealthy, 
employers, and heterosexuals” (Khalifa, Dunbar & Douglas, 2013, p. 506).  However, CLS 
scholars who focused on the ideology of legal doctrine failed to fully incorporate race as a 
foundational element of their critique, which led to the birth of Critical Race Theory (Ladson-
Billings, 1998). 
Capturing the oppressiveness race plays in American society and mirroring similar 
positions with legal doctrine, Critical Race Theory soon became an antecedent of Critical Legal 
Studies.   According to Delgado & Stefancic (1993), CRT stemmed from the intricate work that 
legal scholars like Derrick Bell and Alan Freeman began in the mid-1970’s.  These authors 
began investigating the relationships between race, racism and U.S. law critically to give 
prudence and understanding to people that were being oppressed.  Bell (1992), for instance, 
believes “racism is a permanent component of American life” (p. 13) and as such, his work 
became significant in the birth of Critical Race Theory.   
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Published in 1995, Gloria Ladson-Billings and William F. Tate IV’s work was 
foundational in relation to positioning CRT as a milestone framework of educational research.  
In their study, Ladson-Billings and Tate IV raise two poignant arguments linked to outcomes 
relative to CRT.  First, the authors suggest racism exists in all facets of American society for 
people of color – the educational system included.  Second, Ladson-Billings and Tate IV argue 
those racist influences are intertwined with socio-cultural and socio-economic outcomes for 
people of color like poverty.  For instance, impoverished people of color have children who 
attend school systems that underperform, experience learning systems with high teacher turnover 
and slower rates of education.  In this way, CRT impacts the entire educational system and 
therefore, negatively impacts educational outcomes of students of color. 
CRT is designed to bring to the fore aspects of racism and the interplay within American 
society while also incorporating changes that will implement social justice (Crenshaw, 1995; 
DeCuir & Dixson, 2004) through activism.   Moreover, CRT seeks to explore “social inequalities 
arising through race and racism” (Alfred & Chlup, 2010, p. 339).  Critical Race Theory is 
comprised of several tenets designed to pay particular attention to varied cultural components or 
principles that provide a foundation for explaining and understanding the effects of race and 
racism.  These tenets include: (a) the permanence of racism, (b) Whiteness as property, (c) 
interest convergence, (d) the critique of liberalism (e) counter-storytelling (DeCuir & Dixson, 
2004; ; Ladson-Billings & Tate, 1995; 1998Ladson-Billings, 1998; Hiraldo, 2015).  Each facet of 
CRT is significant in its own right, but when comprised, provides a powerful collective theory 
towards understanding the role race plays in varied disciplines for Black Americans.  Following 
is a detailed explanation of each of these tenets and their importance in understanding and 
unmasking CRT as a framework for social change.   
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The Permanence of Racism 
Racism, according to Bell (1995) is a salient aspect of American society.  Racism, then, 
is a not only normal in American society, but an ingrained feature in everyday American 
existence (Delgado & Stefancic, 2012).  To some, racism is a “natural” occurrence (Lynn & 
Parker, 2006).  In acceptance of this perspective, Bell (1991) suggests the adoption of a “realist 
view,” which supports the ideology that racism is a definitive aspect of American culture.  
Hence, advocates of CRT acknowledge that racism is a permanent fixture in American doctrine 
and plays a significant role in the control of social, political and economic realms (Hiraldo, 2015; 
DeCuir & Dixson, 2004; Ladson-Billings, 1998).  In Bell’s (1992) book, Faces at the Bottom of 
the Well:  The Permanence of Racism, he strongly defends his perspective that racism is an 
integral, permanent, and indestructible component of American society.  Adding to Bell’s 
perspective, Orozco (2011) positions himself in defense of CRT by arguing “CRT rejects notions 
of neutrality, objectivity, color-blindness, and meritocracy.  Critical race theorists argue that such 
constructions serve to maintain White privilege, and conversely, systems of non-White 
oppression” (p. 821). 
Moreover, these positions provide for a substantial understanding of how privilege and 
power effectively translate into varied levels of political, social and economic structures (DeCuir 
& Dixson, 2004).  By taking a realist view regarding the prevalence of racism in U.S. society, 
social justice advocates can better orient themselves to the varied manifestations in which race 
plays a dominant or submissive role in daily interactions (Alfred & Chlup, 2010). 
 
Whiteness as Property 
 
Whiteness as property is another tenet of CRT.  This notion, popularized by Legal CRT 
scholar Cheryl Harris (1995), positions the historical reverence of race and racism in the United 
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States in relation to property ownership.  Alfred & Chlup (2010) posit that Whiteness is a form 
of property that functions in three systematic ways:  the right to possess, the right to use, and the 
right to dispose.  In conjunction with those rights, DeCuir & Dixson (2004) propose that these 
rights are in direct correlation with the “right of use and enjoyment, and the right of exclusion are 
essential attributes associated with property rights” (p. 28).  These forms of property stem from 
both political and legal domains demonstrating the value of Whiteness throughout our country’s 
history.  Preston (2008) reminds us that “Whiteness refers to different formations and 
boundaries, but its flexibility does not mean that those belonging to the category ‘white’ do not 
exercise forms of cultural and economic domination as part of an over-arching system of white 
supremacy” (p. 470) 
Examples of Whiteness as property in relation to research can be linked to such social 
phenomenon as education (Ladson-Billings, 1998; Orozco, 2011), the U.S. legal system 
(Delgado & Stefancic, 2001; Harris, 1995) or HRD (Alfred & Chlup, 2010;  Rocco, Bernier and 
Bowman, 2014) where Whites have enjoyed advantages exclusively or predominately available 
only to them based solely on their Whiteness.  Hence, these variables have been historically 
significant in interpreting the value of Whiteness as a form of property and privilege.  Orienting 
this tenet of CRT helps to develop a better “understanding of the larger governmental and social 
forces” at play with the prevalence of race in American society (Orozco, 2011, p. 820).   
 
Interest Convergence 
 
Interest convergence is the next tenet of CRT.  Delgado & Stefancic (2001) describe 
interest convergence as the intersectionality between what is good for the advancement of 
marginalized people versus those of the majority group.  Or, as underpinned by the sentiments of 
Alfred and Chlup (2010), “the majority group supports advancement for people of color only 
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when they also advance the causes and interests of the majority group” (p. 340).  The origination 
of interest convergence stems from Bell and his position on the advancement of equality for 
Black Americans in American society.  Bell’s position suggested that although laws and the 
Civil Rights Movement were catalysts in providing opportunities for Black people, the 
development of these opportunities were afforded to White people for centuries and only became 
significant to Blacks when the convergence of needs were beneficial to Whites.  Thus, as 
explained by DeCuir and Dixson (2004), the development of Civil Rights legislation for Black 
Americans were basic tenets of United States democracy for all citizens and were therefore 
perfunctory.   However, the development of Civil Rights legislation only gained movement when 
Whites developed self-aggrandizing opportunities or interest convergence.  Milner’s definition of 
interest convergence works in conjunction with the foundation that Bell created in 1980:  
“Interest convergence stresses that racial equality and equity for people of color will be pursued 
and advanced when they converge with the interests, needs, expectations, and ideologies of 
Whites” (Milner, 2008).   
 Examples of interest convergence can be found in many facets of American society and 
literature.  In Alfred & Chlup’s (2010) work, the authors use the example of the racialization of 
low-income, low-literate workers that provide a dire need to the American economy, but are 
utilized for their cheap labor solely to benefit a capitalist society.  While the economy benefits 
from the low-wage services that these marginalized individuals provide, rampant conversations 
exist in political circles about increasing the minimum wage and immigration reform.  Ladson-
Billings (1998) provided an example of interest convergence in relation to the policies and 
implementation of affirmative action.  One of the most heavily affected groups to prosper from 
the hiring policies associated with affirmative action has been White women.  Thus, a policy 
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developed to increase the number of diverse minority hires has provided significant benefit for 
White women being employed in organizations unwilling to previously hire women.  Another 
example of interest convergence can be found in Milner’s (2008) assessment of educational 
policy and reform.  In his work, Milner identifies ways in which the education system forces 
minorities to assimilate to majority concepts via historical information taught in school or to the 
forceful nature by which school districts force non-English speaking students to learn English.  
In these ways, interest convergence helps White students to benefit “racially, ethnically, 
culturally and even linguistically” (Milner, 2008, p. 2).   
 
Critique of Liberalism 
Another tenet of CRT is the critique of liberalism.  Liberalism, according to many, is the 
belief that laws were devised to create an equitable just society for all American citizens.  
Liberalism, as addressed by many advocates of CRT, promotes a colorblind society where race 
does not play a factor in the purview of the law or in societal policymaking (Alfred & Chlup, 
2010).  According to DeCuir and Dixson (2004), three critical principles exist at the core of 
liberal ideology: incremental change, the notion of colorblindness, and neutrality of the law.  
Ladson-Billings (1998) suggests the liberal perspective is flawed because it minimizes 
the overall trajectory of social change for Black Americans.  CRT supports the manner in which 
broad, systemic alterations are necessary to evoke change, but liberal stances work contrary to 
that position (Crenshaw, 1998).  Liberal perspectives support change through determination of 
legal practice and political movement, which are both slow and only provide minimal, 
incremental change.  Thus, the slow change is a means of power and control of systems that are 
already unjust and inequitable for Black Americans. 
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Colorblindness, CRT scholars argue, is a manner in which liberals diminish the realities 
of the inequity transpiring in American society for Black Americans and other marginalized 
ethnic populations.  Liberals, according to DeCuir and Dixson (2004), “argue that society should 
be colorblind ignores the fact that inequity, inopportunity, and oppression are historical artifacts 
that will not easily be remedied by ignoring race in the contemporary society. Moreover, 
adopting a colorblind ideology does not eliminate the possibility that racism and racist acts will 
persist” (p. 29).  Michelle Alexander’s, The New Jim Crow (2010), detailed significant aspects of 
colorblindness that underpins many of the CRT perspective about liberalism.  Alexander’s work 
details the legal, economic and social ramifications of the U.S. legal system and its willingness to 
incarcerate Black Americans, specifically Black American men. She suggests that there are more 
Black American men under correctional control than were enslaved a decade prior to the 
inception of the Civil War.  Thus, proving racism is both rampant in American society and that a 
form of slavery has been reallocated at correctional control.  Because correctional control has 
equated to the harboring of “criminals” the majority of American society is either not affected or 
supports the incarceration of individuals who appear to be breaking the law.  This becomes the 
constant image of Black Americans and is a factor in how others develop ideologies about a 
population of people.  Therefore, this repetitive behavior becomes a cyclical process that resides 
at the core of variables CRT scholars argue against.   
Lawrence, Matsuda, Delgado, and Crenshaw (1993) suggest that CRT “expresses 
skepticism toward dominant legal claims of neutrality, objectivity, colorblindness, and 
meritocracy” (Morfin, Perez, Parker, Lynn & Arrona, 2006, p. 251).  Neutrality of the law, 
according to Lawrence et al. (1993) is comprised of complex, historical and social ramifications 
that “ensure the location of political subordination of racially marginalized groups” (Morfin et 
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al., 2006, p. 253).  CRT scholars oppose neutral rules, such as color-blindness, because they have 
helped to produce systems (education, legal, employment, housing, etc.) that are racially 
segregated.  
Thus, CRT supporters suggest that liberalist views do not work in conjunction with the 
societal realities of Black Americans.  In sum, liberalism is the antithesis to the core of Critical 
Race Theory beliefs - that race and racism are significant factors in all facets of everyday 
engagements in American society. 
 
Counter-Storytelling 
 
The last tenet of CRT is counter-storytelling.  Narrative depictions provide readers with 
an intricate opportunity to understand aspects of race, marginalization or oppression within the 
context of a story.  Used similarly as a vehicle of experiential learning, CRT scholars utilize 
storytelling to provide for a more realistic and genuine understanding of how race intersects 
within the lives of minorities.  Ladson-Billings (1998) suggests that storytelling is a way of 
manifesting narratives that increase awareness and “add necessary contextual contours to the 
seeming “objectivity” of positivist perspectives” (p. 11). 
Counter-storytelling, however, tells the stories of minorities in the contexts of race, but 
also sets out to “cast doubt on the validity of accepted premises or myths, especially ones held by 
the majority" (Delgado & Stefancic, 2001, p. 144).  Majoritarian stories are those told by 
dominant groups in conjunction with their beliefs and cultural norms framed in a context to 
uphold their dominant position (Love, 2004).  Thus, in this way, counter-storytelling works in 
complete contradiction of policies, practices and social norms of mainstream society.  DeCuir 
and Dixson (2004) suggest that utilizing counter-stories challenges “privileged discourses” of the 
majority (p. 27).  In this way, counter-storytelling grows beyond simply being utilized for telling 
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one’s own story, as Trevino, Harris and Wallace (2008) argue, a means of “countering the 
metanarratives – the images, preconceptions, and myths – that have been propagated by the 
dominant culture of hegemonic Whiteness as a way of maintaining racial inequality” (p. 9).  
Counter storytelling then, "helps us understand what life is like for others, and invites the reader 
into a new and unfamiliar world" (Delgado & Stefancic, 2001, p. 41).   
Telling one’s own story within the contexts of marginalized experiences adds validity and 
depth while offering readers an opportunity to better acquaint themselves within the lives of 
others.  Huber & Whelan (1999) support this position by arguing that “the construction and 
telling of a story is educative: The storyteller learns through the act of storytelling…[and] in their 
telling in relationship……It is an education that goes beyond writing for the self because it has a 
responsive audience, which makes possible both an imagined response and an actual response. 
The possibilities are important in an educative way because the meaning of the story is reshaped 
and so, too, is the meaning of the world to which the story refers” (p. 382).  Being able to tell 
one’s own story about race and racism are forms of narrative scholarship that helps readers better 
orient themselves within the struggles of the oppressed and determine how people can have 
particular experiences (within the context of their own stories) (Morfin et al., 2006).  
Within the context of this work, the most applicable tenet of Critical Race Theory (CRT) 
is counter storytelling.  CRT implores a sense of counter storytelling as a tool to “challenge the 
status quo, myths, and presuppositions of racial oppression and inequality” (Rocco, Bernier & 
Bowman, 2014, p. 463).  CRT considers the voices of people of color to be a significant aspect 
of telling personal experiences that have historically been framed within a context of Whiteness 
or whose stories have been ignored.  Rocco et al. (2014) suggest that “CRT views the use of 
personal narratives and stories as valid forms of evidence necessary to document inequity or 
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discrimination” (p. 463).  Tracy (2010) reminds us that autoenthographies and personal accounts 
are positioned within the “experiences, hopes, fears, and vulnerabilities” of the researcher (p. 
842).   
Although CRT has gained notoriety in varied fields, only recently has it begun gaining 
attention in disciplines beyond legal and educational research (DeCuir & Dixson, 2004).  Lynn 
and Parker (2006) write, ‘critical race studies in education is multidisciplinary in its origins, 
grounded in its legal critique as well as borrowing partly from diverse traditions in education 
such as critical pedagogy, Black Studies, Chicano Studies, Black feminist and Chicana feminist 
thought, as well as multiculturalism and multicultural education” (p. 265–6).  In relation to HRD, 
Alfred and Chlup (2010) suggest that CRT has a strong implication for research:  “The goal is to 
question the theories, assumptions, and frameworks that dominate the field and explore whose 
interests are served by these bodies of knowledge, how they were conceptualized, and whose 
voices and experiences were included, and which ones were excluded.  The goal is to be critical 
about the knowledge we take for granted and how we deliver that knowledge to our aspiring 
HRD scholars and practitioners” (p.339).  
Thus, by utilizing an autoethnographic approach underpinned with Critical Race Theory, 
my intent is to utilize personal experiences of being a Black American doctoral student in the 
HRD discipline to raise significant inquiry regarding the lack of the Black perspectives in the 
field while also offering potential suggestions that may not have received prior consideration. 
 
Conclusion 
The following specific observations emerge from this literature review.  First, since its 
inception, the field of Human Resource Development has been cast to develop people that work 
with organizations.  However, HRD has some concerns with being inclusive of Black American 
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voices both in terms of scholars and practitioners.  Without understanding the plight of Black 
students, HRD cannot develop measures to be inherently inclusive to attract vital members to the 
Academy.  The key to all future endeavors for HRD lies in the ability to attract, develop and 
retain a viable population of scholars.  This, of course, includes Black HRD scholars.  Few 
aspects of research are devoted to the plight of Black Americans within the context of HRD and 
with fewer Black scholars entering the field, this trend may continue.  Second, HRD minimally 
discusses diversity in literature.  Race and ethnicity are significant physical identifiers of people, 
but neither are often discussed within the context of Human Resource Development.  Although 
HRD literature exists suggesting diversity in organizations is a much needed commodity, the 
ability of practicing diversity in HRD programs is in question.  Lastly, the lack of inclusivity will 
likely have substantial long-term effects for the field of HRD.  Black Americans often 
experience issues that others do not.  Without fully understanding how those variables affect 
uprising HRD professionals, HRD is limiting its full capabilities to recognize sociocultural issues 
that will expand the field.  The intent of this work is to look at these significant aspects and not 
only raise questions relative to their existence, but also provide detailed suggestions for 
improvement.   
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CHAPTER 3:  RESEARCH METHODS 
 
 This narrative research will investigate the inclusive nature of Human Resource 
Development for Black Americans.  The purpose of this qualitative study is to illustrate how the 
lack of diverse perspectives in HRD results in the lack of Blacks pursuing the field. This study is 
driven by the following research questions: 
1) How do Black HRD graduate students perceive diversity in the field of HRD?  
2) How do Black HRD graduate students perceive the field of HRD inclusive of Black 
American voices?   
3) To what extent do Black HRD graduate students deem the lack of Black Americans in 
the field of HRD cause for concern? 
In this chapter, I discuss the methodology applied to explore diversity in HRD for Black 
Americans.  In his book, Qualitative Inquiry and Research Design, John Creswell (2012) 
suggests that a narrative research design is best utilized as a method to obtain information from 
people’s “lived experiences and told stories” (p. 70).  This methodology is most fitting for the 
goals of this study because it provides for a variety of personal lived experiences from the lives 
of Black American doctoral students that likely remain unnoticed from others in HRD.  In 
addition, these experiences may only be identifiable within a situated context.  Findings from 
narrative research requires a strong collaborative feature from the participants (Clandinin & 
Connelly, 2000) while also maintaining a strong relationship with the researcher (Creswell, 
2012).  In summation, because I have a personal lived experiences as a Black American HRD 
student while also having positive relationships with the potential research participants, narrative 
research is fitting for this study.  This chapter details the qualitative research methodology for 
this study in conjunction with the following aspects:  (a) site and sample population, (b) data 
collection (c) research questions, (d) ethical concerns, (e) data analysis, (f) researcher 
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positionality (h) validity, and (g) timeline.  
Qualitative research meets the needs of this study in several ways.  First, qualitative 
research is initiated with an assumption using an interpretive/theoretical framework that informs 
the study of research problems addressing the meaning individual’s ascribe to a social or human 
problem (Creswell, 2012).  An initial gap in literature or social concern drives the researcher to 
devise questions about specific phenomenon.  The objective, in this context, requires the use of 
research questions to pursue exploration into events, experiences or interpretations from research 
participants.  In turn, exploring these events will empower individuals to tell their stories and 
lend their voices to be part of a story that shifts the focus of power from a situation or 
circumstance to the research participant.  By capturing phenomena in a natural setting, 
qualitative research is conducted with sensitivity to participants of the study and provides a 
distinct voice for those willing to share descriptions of the problem as they experience it 
(Creswell, 2012). 
Secondly, some theories and quantitative measures do not fit all research problems 
(Creswell, 2012), which makes qualitative research fitting for this study because it requires 
complex reasoning.  By utilizing both inductive and deductive logic, qualitative researchers gain 
an opportunity to make sense of the data they are receiving.  Inductive reasoning, allows 
qualitative researchers to devise “patterns, categories and themes from the bottom up” (Creswell, 
2012, p. 45).  In this manner, qualitative researchers utilize specific observations and experiences 
in a broader context.  In sum, these observations, patterns and categories begin to provide 
regularities (or themes) that will help the qualitative researcher formulate a tentative hypothesis.  
On the contrary, deductive reasoning is a more specific approach that works in the opposite 
fashion.  Qualitative researchers utilizing this approach usually have a theory in mind and utilize 
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that as a starting point, which aids in narrowing towards a more specific hypothesis that can be 
tested (Hyde, 2000).  Collectively, utilizing these two methods of reasoning provides qualitative 
researchers with an opportunity to acquire new knowledge.   
Next, via a qualitative approach, the researcher has an opportunity to be an active 
participant in the study (Creswell, 2002). Creswell (2012) posits that researchers conducting 
qualitative designs are affixed within the research because they are responsible for deciphering 
information and can be reflective of the story being told.  In this way, qualitative researchers 
provide a holistic account of the phenomenon they encounter.  Researchers are more apt to 
provide complex accounts of a multitude of perspectives that provide for larger interactions, 
which emerge on a grander scale in qualitative research designs.  In addition, by incorporating 
personal accounts in relation to the experiences of the research participants, this work will 
provide an in-depth perspective of experiences encountered by all involved in the process. 
Lastly, in summation, each of these aspects of qualitative research provide for what 
Morse and Richards (2002) refer to as methodological congruence, which is a compilation of 
characteristics within qualitative inquiry.  Thus, the “purpose, questions and methods of research 
are all interconnected” (Creswell, 2012, p. 51) providing a comprehensive approach to 
conducting research.  Once accomplished, the appropriate approach will strive towards meeting 
Tracy’s (2010) eight vital aspects of high quality qualitative methodological research which are:  
(a) worthy topic, (b) rich rigor, (c) sincerity, (d) credibility, (e) resonance, (f) significant 
contribution, (g) ethics, and (h) meaningful coherence (p. 839). 
 
Autoethnographic Study Design 
 
 One particular style of a narrative research used in conjunction with this study is 
autoethnography.  Autoethnography is a qualitative research design that allows a researcher to 
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underpin personal experiences to help frame their associations with phenomena for research.  
Moreover, those personal experiences help to frame the research design, questions and purpose.  
The researcher’s personal experiences become the foundation for understanding similar 
experiences by research participants and literature used to provide depth to personal experiences.   
Ellis and Bochner (2003, p. 209) define autoethnography as “an autobiographic genre of 
writing and research that displays multiple layers of consciousness, connecting the personal to 
the cultural” and Holt (2003, p. 18) describes autoethnography as a genre of writing and research 
that connects the personal to the cultural, placing the self within a social context.  Holman Jones 
(2008) frames autoethnography as “writing a world in a state of flux and movement-between 
story and context, writer and reader, crisis, and denouement.  It creates charged moments of 
clarity, connection, and change” (p. 764).  Ultimately, autoethnographic writing utilizes personal 
accounts to better understand or extend a researcher’s understanding of phenomenon.   
Autoethnography provides for reflexivity.  Reflexivity is an author’s ability to position 
themselves within the context of qualitative study.  In the context of the research design, 
reflexivity allows researchers to disclose how the research informs their interpretation of 
information (Creswell, 2012).  However, within the context of autoethnography, reflexivity is 
used to embrace the researcher’s personal experiences and provide a detailed account of those 
experiences to the reader.  Reed-Danahay (1997) posit that autoethnographers may vary in their 
emphasis on graphy (i.e., the research process), ethnos (i.e., culture), or auto (i.e., self).  
Underpinning this same sentiment, Holt (2003) suggests that autoethnographers “use their own 
experiences in a culture reflexively to look more deeply at self-other interactions” (2003, p. 19).  
In this way, autoethnographers write themselves into their own work, which proves to challenge 
the inclusive power dynamics of empirical ethnography.   
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Although autoethnography encompasses an array of different ethnographic techniques 
that in some way embrace the “self” or “I,” (Ellis, 2004; McKenna, 2007) it is not without major 
critiques.  Some contend that autoethnographies are too freeing and not within the traditional 
boundaries of academic research (Sparkes, 2000), while others suggest autoethnographies 
utilizing only one data source tend to be too self-indulgent (Denzin 2003; Sparkes, 2000).   
Autoethnography was selected as a method for this study because “it confronts dominant 
forms of representation and power in an attempt to reclaim, through self-reflective response, 
representational spaces that have marginalized those of us at the borders" (Tierney, 1998, p. 66).  
However, to counter critiques of autoethnographic strategies, this work will not solely evolve 
from autoethnography, but utilize data from interviews of research participants to counterbalance 
perspectives as well.  Ellis, Adams and Bochner (2011) argue that ethnographic writers can 
utilize interviews and other mediums to assist with their work.  In essence, this study will both 
provide self-narratives and the perspectives of Black American doctoral students in HRD in 
higher education institutions across the United States.   
 
Site and Sample Population 
 
 The goal is to enough Black American doctoral students in Human Resource 
Development higher education institutions throughout the country to use as the sample 
population.  Doctoral students have an increased longevity of academic pursuit, which magnifies 
their experiences with race and HRD. Some concern exists that there may not be enough Black 
HRD doctoral students in HRD programs to interview or that would be willing to interview, 
which mean I would supplement and include the perspectives of Black American masters 
students in HRD. Emerson, Fretz and Shaw (2011) suggest that researchers often treat race, class 
and gender within their own paradigms of understanding and therefore construct some barriers in 
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relation to significance or meaning of these social characteristics.  In the context of this study, 
however, I will both include my own personal experiences as a Black American graduate student 
in HRD and willingly acknowledge my personal limitations in relation to the study.  Pseudonyms 
will be utilized for all of the research participants to insure that their identities remain protected.  
Additional care will be taken into consideration when discussing specific locations or events that 
might provide identification of the individual graduate students.   
 The sample in this qualitative study is small, non-random and purposeful by design.  
Although, devising a random sample may provide the best circumstances to generalize the results 
of the study, it “does not provide for the most efficient opportunity to understanding of complex 
issues relating to human behavior” (Marshall, 1996, p. 522).  To underpin Marshall’s point, 
Creswell (2012) suggests that, in a narrative study, the sample population is reflective of specific 
qualifications meeting the researcher’s needs.  As such, the criteria and characteristics of this 
investigation are fairly simple.  They are to seek:  1) Black American graduate students in 
Human Resource Development 2) On-campus students.  These criteria will likely produce 
students who have engaged with HRD professors, other students and/or attended varied 
conferences relative to the field of HRD.  These perspectives would allow for a broader 
interpretation of the field of HRD and not merely a narrow view of just the HRD department at 
the University of Illinois at Urbana-Champaign.  As such, these would likely be doctoral 
students, but the original design of the study was not limited solely to doctoral students.  
Narrative research, according to Whelan & Huber (1999), commonly utilizes the perspectives of 
one to two participants.  Thus, this work will exceed that number and commence once the 
perspectives of five Black American doctoral students have been interviewed. 
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Saturation, in this study, presents a concern because the sparse number of Black HRD 
students in doctoral programs.  Although larger studies would likely provide more detail, 
saturation will be accomplished merely by interviewing the maximum amount of research 
participants available. 
 
Data Collection 
Interviews 
 
 In her book, Narratives in Social Science Research, Czarniawska (2004), suggests 
narrative research can be collected via spontaneous storytelling, stories collected through 
interviews and by seeking information through other informal mediums like the internet.   
Interviews play a critical role in data collection in qualitative research studies according to 
Creswell (2012).  The interviews for this study will focus on the perspectives of diversity in the 
field of HRD for Black American students.  The Skype, semi-structured interviews will include 
open-ended question and last approximately 60-90 minutes.  All interviews will be conducted at 
time of the student’s choice in an effort to increase ease of participation and spread the power 
dynamic across the interview relationship. 
 Interviews conducted for this study will provide additional information relative to student 
experiences with diversity in the field of HRD.  Rubin and Rubin (2011) devised a responsive 
interviewing model that incorporates seven steps.  One of those steps includes devising an 
appropriate interview protocol (or guide).  Creswell (2012) suggests that questions in the study 
be sub-questions relative to the study’s core research questions.  The interview protocol (see 
Appendix A) was informed by these recommendations.  Several of the original interview 
questions were omitted after conducting pilot testing to refine the protocol.  Yin (2010) suggests 
pilot testing to enhance the researcher’s instrument.  Once conducted, I was able to eliminate, 
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combine and reorganize questions to more appropriately pursue responses geared towards the 
design of my research. 
 At the onset of the interview, I will explain the interview’s purpose, which is to gain a 
better understanding of how Black American students deduce the concept of diversity in the field 
of Human Resource Development.  Each interview participant will be informed of my desire to 
record interviews and I will ask for their permission prior to the start of the interview process.   
Should participants choose not to have the interviews recorded, I will take field notes, which will 
then be coded and themed. The interview protocol (see Appendix B) contains three major 
questions, which are the primary research questions.  Each research question also has a subset of 
questions.   
Minimal demographic information will be collected with the most vital variable, 
ethnicity, captured as part of the research design.  Students will be asked a lead-in question that 
helps give the interviewee control of the circumstances and allowing them to readily share 
information (Rubin and Rubin, 2011).  Following are the interview questions, plus the tour 
question: 
Lead-In Question: 
   
1. What made HRD an attractive academic discipline to pursue? 
2. Can you describe your professional experiences prior to being an HRD graduate 
student?   
 
Research Question:  How do Black HRD graduate students perceive diversity in the 
field of HRD?  
In what ways has the field of HRD demonstrated its willingness to be diverse?  Can you share 
some examples? 
 
1) Can you describe personal instances or circumstances that have made you question 
HRD’s diversity since you have been a graduate student in HRD? 
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2) Can you describe your perception of and engagement with other students in HRD? 
 
3) How does your perception and engagement vary depending on racial or ethnic 
factors?   
 
4) Can you describe your personal feelings regarding HRD’s recruitment efforts of 
diverse student populations? 
 
Research Question:  How do Black HRD graduate students perceive the field of 
HRD inclusive of Black American voices?   
As an HRD graduate student, can you think of experiences (literature, faculty, classroom or 
social settings) where you have felt like your voice as a Black HRD student was heard or your 
ideas included? 
1) Can you think of experiences (literature, faculty, classroom or social settings) in the 
field of HRD, where you have felt like your voice as a Black HRD student was not 
heard or your ideas included? 
 
2) Can you describe your encounters with research papers, conference proposals, 
presentations, etc., specifically designated to the experiences of Black Americans? 
 
3) Can you describe how it feels to be a Black American HRD student? 
 
Research Question: To what extent do Black HRD graduate students deem the lack 
of Black Americans in the field of HRD cause for concern? 
Can you describe your experiences with Black American HRD faculty?  
 
1) If you have had Black HRD professors, what impact do you believe they have had on 
you?  What impact might Black professors have on the field of HRD? 
 
2) Can you discuss the role of the Black American HRD practitioners and what effect 
they may have on the field? 
 
3) What is the detriment to the Black American community if Black American 
perspectives are not sought and included in the field of HRD? 
 
4) What is the detriment to HRD if Black American perspectives are not sought and 
included in scholarship? 
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5) How could HRD be more inclusive of Black American’s perspectives?  Please 
provide some examples.  
 
Closing Question: 
 
1) What recommendations would you suggest regarding the field of HRD’s relationship 
with Black Americans? 
 
 
Observational Protocol 
 
An observational protocol is a useful tool that allows the researcher to not only capture 
responses during the interview process, but becomes useful when noting personal feelings, 
deception, participant behavior, physical settings and other important aspects (Creswell, 2012).  
Angrosino (2007) underpins Creswell’s suggestion to utilize an observational protocol during 
qualitative interviews by further detailing the use of descriptive and reflective field notes.  
Descriptive notes are those that a researcher witnesses within the context of the interview setting.  
Whereas, reflective notes are those “personal experiences, hunches or learnings” that researchers 
feel in the setting (Creswell, 2012, p. 167).  By keeping an observation protocol, I will be able to 
refer to my notes and connect nuances in interviews with transcribed responses from each 
participant.  In summation, this will provide for a rich, thick description of phenomena 
encountered during interviews. 
 
Ethical Considerations 
 
 All participants will be treated in accordance to the ethical guidelines of the University of 
Illinois at Urbana-Champaign’s Institutional Review Board (IRB).  As mandated by the IRB, the 
protocol of the study will be submitted to the IRB office for approval.  Because there are so few 
Black American graduate students in the HRD programs, the small population of students could 
pose a slight risk if students were readily identified by faculty.  Since faculty maintain a power 
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dynamic over emerging scholars and negative relationships could affect grades, research interests 
and/or dissertation proposals, a potential risk is acknowledged from those willing to participate 
in this study. Those faculty belonging to the academy of HRD could take exception to this work.  
The researcher will assure participants will not be negatively impacted by their participation or 
their decision not to participate.   
Considering this slight risk is acknowledged, privacy of each subject is fervently 
respected. Confidentiality is an important concept to the welfare of subjects involved.  Sharing 
personal or private subject information with outside parties is not permissible. Individual 
interviews will be conducted to reassure subjects of privacy.    
Computer-based data and voice recordings will be stored on secure, password-protected 
computer.  All paper-based data will be retained in an off-campus, office location in a locked 
office. The data will contain no identifying information other than fictitious names. The key 
containing subject names and corresponding identifier code will be kept in a separate locked 
desk from the paper-based data. Signed consent forms will also be kept in a separate locked desk. 
Only the research investigators will have access to documentation. Reports of research findings 
will contain a summarization of themes for the entire age group. Data from individual 
participants will never be reported. 
Voluntary consent will be administered and collected prior to the first interview of each 
subject transpires.  The researcher will read through the forms with the participant, paraphrasing 
as needed, and answering any questions. Participants will be asked if they understand this 
information and if they agree to participate. If the participant agrees to participate in the study, 
additional explanations regarding the research will be provided.  At the conclusion of the 
interview, the signed consent form will be placed in a locked desk for confidential purposes.  
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Each research participant will receive an information letter informing them about the goal of the 
research and the research design.  In addition, the letter advises each participant that they are free 
to withdraw from the interview process at their request.  All efforts will be made to insure that 
interviews are both comfortable and engaging for the participants.   
 
Insider/Outsider Perspectives 
 
 According to Milner (2007), many debates exist in qualitative research relative to who 
should be conducting research with and about communities of color.  He further suggests, “that 
researchers instead should be actively engaged, thoughtful, and forthright regarding tensions that 
can surface when conducting research where issues of race and culture are concerned” (2007, p. 
388).  Within the confines of this work, however, I recognize two significant aspects:  First, I 
identify as a Black American, which affords me the opportunity to minimize some barriers when 
conducting research.  As Zerai (2000) discovered in her work researching Black American 
grandparents, that being of the same ethnic background or racial demographic provides a sense 
of “fostered trust, familiarity, and open communication” (p. 275).  Thus, being Black American 
will likely afford me the opportunity to engage fully without having preconceived cultural 
barriers.  Next, and likely more important within the context of developing a critical framework, 
will be my ability to have experienced many of the same issues that the research participants may 
share.  Kivett (1993) uses a cultural variant view of racial difference suggesting that Black 
American perspectives are not essential to their nature, but rather altered and shaped by social 
forces.  These forces, in conclusion, have helped to shape “similar belief, adaptive strategies and 
outcomes” (Zerai, 2000, p. 275).  Hence, as a Black American graduate student in HRD that has 
likely endured some of the same hardships as the research participants, I acknowledge my 
position as an inclusive or insider while conducting this study. 
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Emic and etic perspectives are significant in relation to the outcomes of the research 
process, design, and vital arguments made on behalf of the researcher based on findings of the 
study.  Emic perspectives are those of researcher who is considered an insider of the community 
being studies.  Etic perspectives, on the other hand, are the positions of the researcher who is not 
included with the community being studied or commonly referred to as an outsider (Morris, 
Leung, Ames & Lickel, 1999).  While the context of this work is written from a critical, 
autoethnographic perspective with the designed intent of changing or altering how the field of 
HRD gives thought to Black voices, I recognize that my experiences cannot alter the 
interpretation of research findings or interactions with the research participants.  As Bonner and 
Tolhurst (2002) suggest, researchers assume a “variety of member roles” while in observational 
settings (p.8).  Being a member of the collective participant group (Black American HRD 
students) provides for a greater understanding of participant experiences, removal of personal 
barriers and aids social interaction since established relationships will provide for more intimate 
opportunities to share information ( Brodsky & Faryal, 2006).  Balancing my personal 
membership amidst the participants (insider perspective), while also understanding my 
responsibility to provide rich information as a researcher, is dually noted and will be given 
consideration throughout data collection.   
Merriam, Johnson-Bailey, Lee, Kee, Ntseane, & Muhamad (2001) argue that researchers 
must determine their own position in relation to the research setting and participants.  More 
specifically, being cognizant of insider/outsider status in terms of race, education, class, gender 
or culture better acquaints the research with the dynamics of their position and how it intersects 
with the information learned.  Again, as the goal of this work is to provide a critical perspective 
of diversity in HRD, I both acknowledge that my experiences are real and that those experiences 
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have made me empathetic to others that have experienced similar circumstances.  The goal, then, 
of this work, is to bring awareness to the salience of issues that Black American students in HRD 
encounter in relation to diversity or the lack of.  Although empathetic to the plight of Black 
students in HRD, I will remain diligent and fair in providing an accurate account of the 
perspectives, issues and concerns as presented in this research. 
 
Data Analysis 
 
 Appropriately analyzing data and then reducing the focus of that data into “themes 
through a process of coding” is Creswell’s (2012, p. 180) definition of data analysis.  Once 
interviews have been transcribed, analysis of the interview transcripts, field notes and varied 
observations will transpire in conjunction with information deemed significant from literature 
review.  Madison (2005) suggests that critical ethnographers take a point or stance within the 
context of analyzing and coding the data.  This position, Madison argues, is central to an 
ethnographer’s critical position.  Considering this work is a critical stance regarding diversity in 
HRD and utilizes Critical Race Theory as the theoretical framework, I will ensure this suggestion 
is taken into consideration so that the reader knows my position as my information is presented.   
Data analysis will follow Creswell’s (2012) eleven steps, and while these steps are listed in a 
linear order, Creswell describes “an interactive practice” of analysis, which is a flexible, linear 
order of analysis: 
1) Sketching Ideas (p. 181).  
2) Taking notes (p. 181).  
3) Summarizing field notes (p. 181).  
4) Working with words (p. 181).  
5) Identifying codes (p. 189).  
6) Reducing codes to themes (p. 181). 
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7) Counting frequency of codes (p. 181). 
8) Relating categories (p. 181). 
9) Relating categories to analytic framework in literature (p. 181). 
10) Creating a point of view (p. 181). 
11) Displaying the data (p. 181).  
 
Analytical Framework 
 
Critical Race Theory (CRT) provides for a useful theoretical framework to better 
examine the current discussion about the relationship between HRD and Black Americans.  The 
focus of CRT, according to Parker and Lynn (2002), is to devote theoretical attention on race and 
how racism is deeply embedded within the framework of American society.  As a form of 
oppositional scholarship, CRT challenges the experience of White European Americans as the 
normative standard and “grounds its conceptual framework in the distinctive contextual 
experiences of people of color and develop through the use of literary narrative knowledge and 
story-telling to challenge the existing social construction of race” (Lynn & Parker, 2006, p. 260). 
The analysis of Critical Race Theory provides for significant connotations within this study.  
First, Critical Race Theory explicitly invokes race as a relevant context for describing 
phenomenon that are unique to Black American HRD students.  Next, previously mentioned 
tenets of Critical Race Theory are vital aspects that are only experienced by or subjected upon 
marginalized populations.  As such, Critical Race Theory provides a framework towards 
behaviors and cultural phenomena experienced by Black American HRD students that cannot be 
readily explained within the context of other frameworks.   
 
Validity 
 
Validity, within the constructs of qualitative research, is often understood as or in 
reference to, trustworthiness or credibility (Tracy, 2010).  Validity, then, is establishing studies 
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that are credible (Creswell, 2012).  Alexander (2011) argues that good ethnography expresses a 
reality that seems true, providing “a credible account of a cultural, social, individual, or 
communal sense of the ‘real’” (p. 100).   Captured below are my attempts to employ member 
checking, triangulation, a researcher positionality statement within this study to increase its 
validity. 
 
Triangulation 
 
 As a means of validation, triangulation will be utilized to sift through data systematically 
to develop the common themes.  This process proves helpful to researchers because as it is 
repeatedly practiced, overlapping codes or themes from field notes begin to present themselves.  
Thus, seeking evidence collected via observations, literature and even interviews, affords the 
researcher the opportunity to filter through several layers of data and determine which are most 
pertinent (Creswell & Miller, 2000).  Thus, evidence is often deemed valid if varied methods 
produce similar results (Bloor, 2001).   
Moen’s research posits that narrative researchers revisit their hypothesis several times as 
varied themes begin to emerge.  From this, evidence can form a critical or negative perspective.  
I will use triangulation to ensure information obtained from interviews, personal experiences and 
HRD literature is revisited to determine the most pertinent themes that can be utilized to convey 
an appropriate story.   
 
Member-Checking 
 
   Member-checking will be utilized to further accomplish validity. Member checking, as 
noted by Creswell and Miller (2000), consists of taking data and interpretations back to the 
participants in the study so they can confirm the credibility of the information and narrative 
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account” (p. 127).  In this way, the validity of the research turns from the researcher to the 
participant.   
Once transcribed, the participant will be provided a copy of the transcript to ensure that I 
effectively captured sentiments which reflect their intent.  Research participants will be allowed 
to review their interview and choose to omit any information they prefer not to share with the 
study.  Moen (2006) suggests that member checking is considered the “most critical technique 
for establishing credibility” (p. 64).  I will return to solicit the research participant’s view and 
interpretations from our interviews.  
 
Black HRD Doctoral Student Profiles 
 
An inherent aspect of better understanding narratives surrounding diversity in Human 
Resource Development involves the perspectives of Black HRD doctoral students.  By design, 
this work takes a critical position concerning their academic discipline, which created hesitation 
for the students participating in this study. The impact of this study, in relation to the plight of 
current HRD students’ academic pursuits, was of primary concern.  Participants were concerned 
about how personal experiences could impact their future scholarly pursuits and I was concerned 
about the responsibility for placing them in that position.  Breaches in the dissemination of 
information could potentially impact the students’ academic progress and/or erode their trust 
with the researcher.  
According to Kaiser (2009), deductive disclosure, or internal confidentiality, transpires 
when an increased probability exists that research participants can be identified via personal 
accounts and experiences shared with researchers.  With the amount of rich, detailed accounts 
provided by the doctoral students who participated in this study, I took careful measures to 
ensure their anonymity.  Data cleaning was conducted to remove specific identifiers from 
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participant responses.  These identifiers were both personal and contextual in nature.  The most 
pertinent qualifying aspects for study participants were:  being an HRD doctoral student and self-
identifying as Black American (ethnicity).  My research design deliberately negated 
demographic information (identifiers) to ensure confidentiality.  As such, all research 
participants are identified and referred to by an assigned number. 
Initially, two primary concerns existed relative to conducting this research: 1) 
determining the number Black American HRD doctoral students enrolled in HRD programs and; 
2) if a viable amount of Black American HRD doctoral students did exist, would enough 
participate to obtain an ample sample size.  Sadler, Lee, Lim & Fullerton (2010) suggest that 
marginalized populations of people are often difficult to recruit as research participants for a 
variety of sociodemographic reasons.  Thus, the authors argue the use of snowball sampling for 
underserved populations is an adequate technique towards “identifying hard-to-reach and hidden 
populations and to expand the character of the achieved sample” (Sadler et.al, 2010, p.370).   
Snowball sampling became a very useful measure of this study.  Each time a potential student 
was identified, extensive dialogue led to more Black students from AHRD conferences, co-
authors of varied topics, or students in their programs.  Often times, requests for knowledge of 
additional Black HRD doctoral students did not originate from the researcher; rather, interview 
participants offered names of acquaintances who might add intricate insights to the complexity of 
this research.  After communicating via email with a Black HRD Professor, an in-depth phone 
conference ensued to discuss my study.  The professor provided assistance by emailing students 
with whom the professor had a relationship; the professor provided my contact information and 
students contacted me at their leisure based on their interest in learning more about my study.  
This assistance turned out to be fruitful as well and provided for a pool of potential research 
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candidates throughout the U.S.  Although not each of those initial relationships equated to 
participation from those Black HRD students, dialogue with those students provided 
opportunities to meet others more readily willing to participate.  Hence, this is another example 
of how snowball sampling provided value while conducting this research. 
A total of 14 Black HRD doctoral students from ten (10) universities in nine (9) states 
participated in this research (see Table 7).  According to Carnegie Classification of Institutions in 
Higher Education (2018), eight (8) of the students participating in this study attend Research 1 
institutions.  The lone remaining university is classified as a Research 2 institution (Carnegie 
Classification of Institutions in Higher Education, 2018).   All fourteen (14) students 
participating in this study attend PWI’s (Predominately White Institutions).  That is an important 
distinction to note, because Black experiences differ in spaces where they are invited, culturally 
accepted and welcomed.  As previously noted, the Academy of Human Resource Development 
(AHRD) recognizes varied institutions as members of Performance Excellent Network (PEN) – a 
consortium of institutions committed to increasing learning and teaching of HRD education 
(AHRD, 2018).  Thirteen (13) research participants attended PEN institutions as recognized by 
AHRD (AHRD, 2018).   
Aspects of this research inquire about topics inclusive of or impacting Black people at 
AHRD conferences via discussions or literature.  Thus, ensuring research participants could 
speak to research, literature and areas of dialogue impacting Black people in HRD publications 
or at conferences increased the broader perspective beyond individual experiences at their 
institutions.  All fourteen (14) research participants have attended at least one AHRD conference.  
Twelve (12) students had attended two (2) AHRD conferences, nine (9) students had attended 
three (3) AHRD conferences and seven (7) had attended four (4) or more AHRD conferences.  
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Every participant of this research participated at AHRD conferences via:  track reviewers, oral 
presentations, poster sessions, symposiums, focus sessions, brown bag sessions and emerging 
scholar or graduate student colloquium programs.   
The sample size ranged from 30 to 55 years of age.  Thirteen (13) of the doctoral students 
entered the program with a variety of prior practical and professional experiences in the 
following areas: Human Resources Management, Training & Development, Organization 
Development, Workforce/Career Development, Diversity/Inclusion or HR Consultation.  
Thirteen (13) of the students, in some capacity, had prior work experiences in HRM (Human 
Resource Management) or HRD practitioner prior to entering the HRD program (see Table 8).  
Their experiences, in some cases, were cross-sections of the aforementioned areas of focus.  For 
instance, one research participant may have vast experiences in Training & Development, Career 
Development and Workforce Development.  In some cases, these experiences could transpire 
from one employer having complex responsibilities in one position title or they could have 
derived from the research participants being employed in a variety of different employment 
positions with HRM or HRD responsibilities as the foundation.  Interview participant 
experiences varied across both public and private sectors.  
Once potential research participants were identified, brief introductory conversations  
were conducted with each participate to better explain the study, reassure students no personal 
identifiers (including their University) would be utilized in the findings of the study, and answer 
any potential questions.  Coupling sensitive subject matter with the lack of trust and/or 
familiarity with many participants, my objective was to build rapport ensuring dialogue would be 
both comfortable and rich.  Inasmuch, these introductory conversations helped convince at least 
three (3) students to participate in the research project.  In addition, recommendations were 
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provided during these discussions to contact other students who might be great interview 
subjects (snowball sampling).  I utilized this approach for each participant regardless if the 
interview was conducted virtually or traditionally.   
Of the 14 interviews, seven (7) were conducted via traditional, face-to-face interactions in 
four different states.  University property, municipal libraries and private conference spaces 
offered opportunities for interviews to be conducted privately and without interruption.  Seven 
(7) additional interviews were conducted virtually utilizing Skype or FaceTime 
videoconferencing platforms.  Sullivan (2010) argues the collection of data for qualitative 
research utilizing videoconferencing is “not identical to face-to-face interviews, but definitely 
similar to it” (p. 55).  As previously noted, I conducted introductory interviews with each 
research participant, thus establishing an interviewer-interviewee relationship.  In anticipation of 
conducting interviews via videoconference, authenticity was a concern.  I wanted to ensure that 
my interviewees were authentic and their ‘true selves.’  The sensitive subject matter could cause 
research participants to be very guarded or outwardly candid and transparent.  Fortunately, my 
research participants were candid and appeared quite authentic.  Some authors argue that because 
face-to-face and videoconferencing interviews enable the researcher and interviewee to 
“participate in an exchange relationship that is visible either through the use of video recording 
or one‘s own eyes, gestures, shrugs, winks, smiles, frowns, and verbal cues are all a visible part 
of the process allowing for impression-management” increases authenticity.  Hence, I was unable 
to identify any significant differences from face-to-face interviews than those conducted via 
videoconferencing.     
Interviews included variances in gender participation.  Eight (8) Black women and six (6) 
Black men participated in this study.  As such, including perspectives of both genders increases 
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the validity of the study and adds gravity to the totality of experiences for Black HRD students.  
While unanticipated, I determined differences existed between how each gender characterized 
their engagements with HRD faculty.  Those findings will be detailed later in this work. 
None of the students participating in the study were recruited to their HRD programs, but 
gravitated to HRD programs seeking personal or professional aspirations.  Nine (9) students were 
in traditional brick and mortar-style HRD programs, while five (5) students attended universities 
offering Executive HRD programs.  Executive HRD doctoral programs are supportive of 
practitioners currently working in full time positions and, as such, these students may physically 
attend class once per month or semester, but the plethora of Executive HRD classes are 
completed virtually.  Studying in Tier 1 research institutions was mentioned as a variable for the 
selection of respective HRD programs; being a distinguished HRD program brought significant 
value to the academic expectations of the students.  Another common variable for pursuing HRD 
as an academic discipline was the interdisciplinary nature of the field.  Having complex 
backgrounds and working experiences worked in lockstep with research interests that are 
seemingly both broad and complex.  As such, students found HRD to have varied aspects across 
a variety of spectrums.  Residency was mentioned as a variable of convenience for some 
students; once they were aware HRD was the appropriate discipline for their academic pursuits, 
they began investigating programs in close proximity to their residence.  The perspectives of 
Black HRD doctoral students in traditional HRD programs differed slightly than those in 
Executive HRD programs.  I reflect upon those findings in the following chapter.  
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Research 
Participants 
Gender Age 
Employ 
Status 
Academic 
Status 
Year In 
School 
Institution 
Region 
PEN 
Institution 
Tier 1 
Research 
Doc Student 1 F 20-30 X Full 4th Midwest X X 
Doc Student 2 M 40-50 X Full 5th Midwest X X 
Doc Student 3 F 30-40 X Full 2nd Northeast X X 
Doc Student 4 M 40-50  Full 5th Midwest X X 
Doc Student 5 F 20-30 X Full 4th  Midwest X  
Doc Student 6 F 30-40  Full 5th  Midwest X X 
Doc Student 7 M 30-40 X Full 6th  South  X 
Doc Student 8 F 30-40 X Full 5th  Midwest X X 
Doc Student 9 F 40-50 X Full 3rd  South X  
Doc Student 10 F 30-40  Full 4th  Midwest X X 
Doc Student 11 F 30-40 X Full 3rd  South X  
Doc Student 12 M 40-50 X Full 4th  South X  
Doc Student 13 M 20-30  Full 3rd  Midwest X  
Doc Student 14 M 20-30 X Full 3rd  West X  
Table 2 – Black HRD Doctoral Student Demographic Info 
 
Research 
Participants 
Previous Experience Interview Type 
HRM 
Train 
& 
Dev 
Org 
Dev 
Work 
Dev 
Career 
Dev 
Lead 
Dev 
Div 
& 
Incl 
Consult Virt Trad 
Doc Student 1  X  X  X X X  X 
Doc Student 2 X X X X X X X X  X 
Doc Student 3 X X X  X X  X X  
Doc Student 4  X X X X X  X  X 
Doc Student 5 X       X X  
Doc Student 6  X X X X X    X 
Doc Student 7 X X X X X X  X X  
Doc Student 8 X X X X X X X   X 
Doc Student 9  X  X X X   X  
Doc Student 10 X X X X X X  X  X 
Doc Student 11 X X   X    X  
Doc Student 12    X X X X X X  
Doc Student 13 X         X 
Doc Student 14 X X X X X X    X 
Table 3 – Black HRD Doctoral Student Profiles 
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Content Analysis 
 
Open Coding 
By positioning interactions within the context of race and allowing the story teller to 
provide a robust perspective not previously considered, Critical Race Theory (CRT) is as an 
impactful analytical framework.  Storytelling or counter storytelling, as mentioned in earlier 
chapters, gives way to personal accounts from marginalized populations providing an alternative 
to more mainstream narratives.  These accounts provide for an intimate understanding that 
“counters the traditional way of collecting, interpreting and presenting research, particularly for 
people of color” (Khalifa, Dunbar & Douglas, p.494, 2013).  In order to emphasize the 
storytelling of Black HRD doctoral students, I elected to utilize their personal experiences and 
accounts as a means of adding depth and validity to the study.  
Although Critical Race Theory is my analytical framework, I underpinned my data 
analysis with a grounded theory approach.  Not only does grounded theory orient a variety of 
events, but it also helps develop an explanation that better explains experienced phenomenon.   
All interviews were recorded utilizing two different recording devices.  Participant responses 
were also physically recorded utilizing field notes.  During the interviews, key points provided 
more in-depth dialogue.  Soon after their completion, each interview was loaded into a software 
program to manage the tempo of the recording and allowed for transcription at a slower rate.  I 
opted to personally transcribe each interview which provided a more intimate relationship with 
the data.  Based on data garnered from interviews, I developed a broad list of tentative codes.  
That list was then constantly refined until themes emerged which consistently supported one 
another and helped frame a story for this study.  Creswell (2012) describes this process as a 
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“constant comparative method of data analysis” (p. 87) involving coding in the following 
sequential steps:  open, axial and selective coding. 
At the conclusion of participant interviews, I returned to review information from each 
session.  I listened to each interview in its entirety while comparing that information to the 
transcription.  I analyzed field notes and key aspects noted during each interview.  Emerson, 
Fretz & Shaw (2011) propose this initial method orients the researcher with the totality of 
information and helps to refine thoughts when approaching coding.  After reviewing data, I 
began composing major categories emerging from discussions, which produced 100 pages of 
data (see Fig. 6).   
Open Coding Categories 
Race 
Prescribed 
Behaviors 
Lack of 
Black 
Faculty 
Mentoring 
Lack of 
Black HRD 
Students 
Recruitment 
of Black 
HRD 
Students 
Recruitment 
of Other 
HRD 
Students 
Relationships 
with Other 
HRD Students 
HRD Culture 
HRD 
Culture 
Defining 
Diversity in 
HRD 
HRD 
Research of 
Black 
Experiences 
Black HRD 
Practitioners 
HRD 
Curriculum 
Minimized 
Voices 
Perceived 
Behaviors 
HRD 
Outreach 
Cultural 
Relevance 
Developing 
University 
Resources 
Impact on 
HRD 
Future 
Implications 
HRD 
Sustainability 
HRD 
Traditionalists 
Black 
Gender 
Cultural 
Responsiveness 
Controlling 
Narratives 
Ethnic 
Inclusivity 
Micro-
Aggressions 
Being Black 
in HRD 
Community 
Responsibility 
Overt 
Racism 
HRD 
Hegemonic 
Narratives 
Implicit Bias Loneliness 
Personal 
Support 
Unconscious 
Bias 
AHRD 
Conferences 
Gender 
Bias 
Social/Racial 
Identity 
Cultural 
Competence 
Inter-
Sectionality 
Isolation 
HRD 
Sustainability 
Black 
Scholarship 
Black HRD 
Faculty 
    
Fig. 6 – Open Coding Results 
 
Axial Coding 
Next, I began the axial coding process by color coding data from interviews (see Fig. 7).  
Information from transcribed interviews was sifted through and color-coded to mirror categories 
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in a separate chart.  Data from interviews was then copied into corresponding columns charted 
by color.  This not only allowed for deeper analyzation of data as I referred back and forth 
amongst captured information, but helped initiate the process of conjoining categories that were 
related or redundant.   
The axial coding process proved difficult because many of the accounts of Black HRD 
doctoral students were linked together.  For instance, a negative interaction with a professor 
might be coupled with student’s research interests while also intersecting with the student’s 
Blackness.  Thus, one experience may have impact across a variety of evolving themes.  I left 
those more difficult coding interpretations until the very end in anticipation that the axial process 
would provide more clarity.  With additional coding and clarity, I was able to code those intricate 
experiences qualifying in varied thematic areas.  As the interviewer, I evaluated student 
responses by the way they elaborated on a topic, their attempt to convey a point and how their 
response added to the topic (theme).  This process helped determine which code I attributed to 
the responses.  Later, I attempt to describe this interdependency of themes that stemmed from the 
interviews and the relationship between the themes. 
From constant analyzation of the data, the axial coding process helped orient categories 
in more specific concepts.  As I began linking concepts together, categories began to emerge as 
themes (see Fig. 10).  Original codes were subsequently followed with an additional color-
coding process to better orient the data in a more linear thematic fashion. 
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Axial Coding Categories 
Diversity in 
HRD 
Cultural 
Competence 
Black 
Experiences 
in HRD 
Research 
HRD 
Faculty 
Lack of Black 
HRD 
Students 
Otherness 
Black HRD 
Practioners 
Race 
Prescribed 
Behaviors 
HRD Culture Mentoring 
Minimized 
Voices 
Other HRD 
Students 
Future 
Implications 
HRD 
Definition 
HRD 
Culture 
HRD 
Outreach 
Developing 
University 
Resources 
 Recruitment 
of Black 
HRD 
Students 
Recruitment 
of Other 
HRD 
Students 
Community 
to 
Scholarship 
AHRD Conf 
Experience 
Perceived 
Behaviors 
HRD 
Curriculum 
Lack of 
Black 
Faculty 
 
Impact on 
HRD 
Resistance 
Personal 
Experience 
 Gender   
New 
Disciplines 
for Research 
Diversity 
Class 
Fig. 7 – Axial Coding Results 
 
Selective Coding 
As I began the selective coding process, I continued returning to the data established 
from interviews in conjunction with my own personal experiences.  I gave thought to reflexivity; 
understanding how my stance regarding the research was impacting how I was positioning, 
reviewing and coding emerging information (Creswell, 2012).  I reviewed and summarized 
themes to combine commonalities where applicable.  The main themes eventually surfaced with 
less poignant, supportive sub-themes helping add weight to the main themes.   The final selective 
coding process produced the following themes (Fig. 8): 
  
 108 
 
 
Primary Themes & Sub-Themes 
HRD & Diversity Otherness 
Need for Black 
HRD Faculty 
Emergent Research 
Understanding 
Diversity 
Engaging Other 
HRD Students 
Student Impact 
From Cultural Community 
to Scholarship 
AHRD Conference 
Experiences 
Acceptance & 
Recruiting 
Mentoring HRD Curriculum 
International Cultural 
Competence 
Encountering HRD 
Faculty 
Student Impact Black Research Support 
Being Black in HRD 
Lack of Black HRD 
Students 
Mentoring Resistance Narratives 
 Black HRD Faculty 
HRD Impact/Black 
Practitioners 
Alternative Disciplines 
 Intersectionality  Seminal Diversity Course 
   
Impact on 
HRD/Sustainability 
Fig. 8 – Selective Coding Results 
 
 
Interdependent Thematic Model 
 
 Organizational interdependence is an area researched in HRD, Psychology, Management 
and other disciplines analyzing the success of organizations (Cho, 2000; Gibb & Waight, 2005; 
Jeris, Johnson & Anthony, 2002).  Determining organizational outcomes impacted by 
understanding coexistence or togetherness at work is of great value.  Interdependence, then, is a 
mutual reliance or dependency that group members of organizations share with one another. 
Utilizing the concept of interdependence, the purpose of developing and sharing these 
themes as a model (see Fig. 9), is not only to illustrate their importance as reflected in this study, 
but to also draw attention to their connectivity.  Per my study, each of these themes are 
independently important, but collectively, they share a dependent relationship with Black HRD 
doctoral students coupled with their experiences and understanding of diversity in HRD.  
Addressing, removing or improving one theme of this model, increases the significance of other 
themes being impacted.  For instance, as detailed in the following work, increasing the number 
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of Black faculty in HRD may help alter the definition of diversity, significantly impact research, 
cultural competence and Black students’ feelings of inclusivity.  
Although these themes derived from research data, it was not lost on the researcher these 
student experiences were grounded within the context of a CRT framework.  All of the captured 
experiences are centered using the construct of race as the foundation; personal accounts 
juxtapose experiences in HRD with students’ Blackness.  Ultimately, my primary objective was 
to obtain personal stories from research participants and allow their experiences to speak for 
themselves by offering counter narratives to White, hegemonic perspectives.   
It is worth noting that many of the Black doctoral students in HRD experienced 
phenomenon across a variety of social constructs.  As previously noted, many of the experiences 
Black HRD doctoral students encounter are not singular in their impact.  As such, one singular 
incident can impact how students view themselves, their HRD colleagues and faculty.  
Otherness, as detailed in interviews, exists in a multitude of capacities for Black HRD Doctoral 
students.  Black HRD Doctoral students felt a sense of otherness in research, culturally and 
amidst faculty. Hence, each of these themes share aspects with the other requiring an 
understanding and analysis.  
For the purposes of this work, it is important to understand that Black HRD doctoral 
student experiences sweep across a breadth of perceptions, thoughts and innate feelings deriving 
from a multitude of identities with varying roles, varying environments, and varying outcomes 
where their race is the common variable.  Phelps, Taylor and Gerard (2001) posit that cultural 
mistrust, ethnic identity, racial identity, and self-esteem are significant implications for how 
Black students engage socially and “can have significant impact on the personal lives of Blacks” 
(p. 210).  Each of these factors, the authors argue, are significant aspects to social development 
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and the ability of Black students to effectively manage relationships.  In this specific context, 
understanding the multi-dimensional identities that Black students must manage has implications 
for their sociocultural experiences – particularly those transpiring in academic environments.   
Inasmuch, it is also important to understand those social identities also impact the 
independence of each theme – to analyze only one of the themes without making sense of the 
interplay between the experiences of the students, is impossible.  
 
 
Fig. 9 – Interdependent Thematic Model 
 
  
HRD &  
Diversity 
Otherness 
Need for 
Black 
Faculty 
Emergent 
Research 
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CHAPTER 4:  FINDINGS 
HRD & Diversity 
Understanding Diversity in HRD 
Not until I attended an AHRD conference, did I hear issues beyond the dominant HRD 
paradigm of Organization Development, Training/Development or Leadership, etc.  While at the 
conference, I had an opportunity to discuss issues relevant to social justice which was refreshing. 
I was intrigued to learn of the different elements of research transpiring all over the country and I 
was even more pleased to meet people with similar perspectives of HRD.  Scholarly discourse 
transpiring in my learning environment simply were not in lockstep with my lens of HRD.  To 
some degree, being both Black and defending my concept of HRD were singular and lonely 
experiences.  Finding others who welcomed scholarly thought and who could reinforce 
perspectives because they valued HRD similarly was welcoming.   
On the contrary, what I did not obtain was the ability to have dialogue about issues 
inherent to race.  Race and/or ethnicity were not discussed in my curriculum or at the conference.  
As noted in earlier chapters, while there were no racial contexts specifically pertaining to Black 
people, I have had significant experiences from professors discussing where they conduct 
research or students concerning issues in their homelands.  While these issues are impactful to 
those experiencing them, they are not always issues that impact people who look like me.  In this 
way, HRD contextually positions diversity to be 1) where research is conducted; and 2) which 
people are being researched.  These factors appear most relevant and important. 
Giving thought to how HRD defines diversity is important to provide relevancy to a 
relatively new interdisciplinary area of study.  While researchers in the field of HRD are well 
adept at discussing concepts surrounding diversity, like: Training (Combs & Luthans, 2007), 
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Group Performance (Roberge & Van Dick, 2010), Demographic Shifts (Lyons, Ng & 
Schweitzer, 2014), Education (Bierema, 2010), Curriculum (McDonald & Hite, 2010), 
Workforce Diversification (Greer & Hill, 2012) and even Theories & Practices of Diversity 
(Williams & Mavin, 2014), what HRD is lacking is an embodiment of diversity.  Providing 
theoretical frameworks surrounding variables impacting diversity is very different than 
developing a strategy to impact and increase diversity in HRD.  Developing curriculum 
regarding diversity is a simpler, more hands-off approach than attempting to increase diversity in 
the field.  
Bierema’s (2010) critical work “Resisting HRD’s Resistance to Diversity,” calls to 
question the lack of diversity-related dialogue in research, curriculum and academic programs.  
She suggests that HRD’s first challenge is to “elevate the interest level” (p. 574).  However this 
notion only works if HRD is willing to strategically define diversity.  Race, specifically, is 
seldom mentioned in HRD.   
HRD could gain notable acceptance and growth from defining how it promotes diversity 
not solely in scholarship, but by positioning itself as inclusive – inclusive of a variety of people, 
voices and perceptions that vary based on intricate cultural phenomenon.  The following are 
examples of Black HRD doctoral students rationalizing an academic discipline they arguably do 
not depict as diverse:    
No…and I almost want to say,” Emphatically NO!”  I have never seen HRD do papers 
around….well, diversity they might.  The dialogue around diversity is a safe space.  It’s friendly, 
it’s cozy, it has that welcoming little feel to it.  I have not seen HRD do anything around 
Blackness, I have never seen a call for papers on that, I have never seen them do a special 
journal, I’ve never seen a conference that highlights, I have not been in any classes tailored to it.  
If that’s an indication of where HRD is, then I would say that HRD has no interests in race or 
Blackness in particular whatsoever (Doctoral Student 7). 
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Many years ago, we would hear in diversity, “let’s make a level playing field.”  When you look 
at a playing field; really making the playing field level involves having the person stand there 
that is tall enough to see and giving them the same boxes to see.  Is it different, yes, but the main 
question is, is it equitable?  So, what I think you have to do is to recognize how obscure, 
dissolutioned, despicable the playing field was to begin with and govern accordingly with each 
group to make sure that that perspective is altered.  I don’t know what that means to Koreans, 
Chinese or other minority groups.  But maybe for Blacks, the fence needs to be torn down 
entirely.  The argument can be made that great strides have been attempted and made; we can say 
that we have come a long way, but we have a long way to go (Doctoral Student 2). 
 
So when I think of diversity, the way that I would define diversity would be gender, racial, 
ethnic, sexuality, sexual identity, diversity in ability status or disability.  My experience of the 
field has been that it is not diverse in those areas.  I do not recall seeing very much racial and/or 
ethnic diversity; specifically as it relates to underrepresented population in the US/Americas 
(Doctoral Student 1). 
 
We discuss diversity as an aspect of work or employment, which is a main domain or tenant of 
HRD.  It is so necessary to counteract the features or traits that lead to racism, feminism and 
other discriminatory practices that limit access. There is no willingness to talk about, to include, 
to develop the topic of diversity for Black folks or Latinos, people of color within this country, 
or native to this country, in HRD (Doctoral Student 4). 
 
You see some new faces and by the virtue of the faces, it would appear to some that HRD is 
embracing diversity.  The perception is good, but there is significantly more that we need to do.  
Maybe we can learn from other spaces regarding what it is HRD wants to practice as a concept 
of diversity.  I think HRD borrows from what workplaces do – workplaces feel that if they bring 
another body (person) into the space that is diverse, they then call that diversity (Doctoral 
Student 6).   
 
HRD takes on that character of adding on and then not really disrupting or questioning issues of 
diversity.  I think that happens both in the workplace and the field of HRD. We don’t hear other 
voices; even though we are welcoming those voices in our research, it has been very slow gains 
made. So, even in our scholarly work, we have not diversified our ability to conduct research.  
We have not diversified how we conduct research.  We diversify with a lot of hesitance and 
scholars have critiqued this.  Diversity is very previous to HRD because there are HRD scholars 
who are conservative in their perceptions of HRD and understand it in only a certain way 
(vacuum) even though HRD is changing.  And there is a small population of scholars who want 
change, but it means there is a level of frustration when they want to impart change.  So, the 
change becomes very slow (Doctoral Student 6). 
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When I have looked at various schools that tackle diversity and most are geared towards the 
workplace.  We offer one course on diversity within the workplace.  There are some discourses 
around ongoing diversity issues in the US or in the world that are not touched on.  They are 
approached and engaged very artificially.  We do not touch on the tensions that exist in the 
public, so we miss the opportunities to discuss those same tensions in the workplace.  There are a 
variety of issues in the US or in the world and therefore, in class, you won’t hear about a lot of 
the tensions that international students have along diversity (Doctoral Student 8).  
 
HRD has not strategically centered race discussions in HRD.  I have taken several classes in 
HRD where race is never mentioned, although the dialogue is centered around the discussions of 
work and work in the United States, where much of the history of work is situated in slavery.  
HRD does not go there.  What HRD has done very well is to not discuss the history of work in 
the United States; History is not discussed.  HRD scholars have not used history the way they 
should use history.  I think there should be an interdisciplinary study within History and HRD 
because of issues relative to work.  Even in papers published in HRD, you hardly see that.  You 
will not see history.  HRD is more comfortable with LGTBQ issues in HRD than discussing 
race-related issues (Doctoral Student 6).  
 
There has not been an invitation to experience Diversity in HRD. There has been no experience.  
They shy away from diversity.  The faculty members do not invite diversity.  I think they want to 
shy away from it, that’s the feeling I get.  They don’t even approach it (Doctoral Student 4). 
 
I have had a multitude of classes that discuss equity in qualitative evaluation and varied 
methodology.  You don’t hear those same facets within the curriculum of HRD.  That is not 
necessarily discussed AND if it is brought out or modeled, it’s towards their international HRD 
populations.  There is definitely an international theme, which is their diversity component and 
there is no American-related diversity perspective discussed, raised, taught, etc. (Doctoral 
Student 4). 
 
AHRD Conference Experiences 
 
In 1970, Ferguson, Missouri, a northwest suburb of St. Louis, had a community 
population composition that was 99% White.  By 2014, Ferguson had experienced a significant 
demographic shift and the community’s Black population rose to 70%.  None of the city’s 
institutions were reflective of a predominately Black community.  Of the 53 officers at the 
Ferguson Police Department, 94% (50 officers) were white while only 6% (3 officers) were 
Black.  According to the FBI, 92% of the arrests in Ferguson were Black members of the 
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community (Firozi, 2015).  In 2014, Ferguson’s mayor was White, five (5) of the six (6) city 
council members were White and six (6) of the seven (7) school board members were White 
(Taub, 2014). Both the poverty rate and the unemployment rate were two-to-three times higher 
for Blacks living in Ferguson than that of White residents (Bump, 2014).  
In August 2014, Mike Brown, a 19 year-old young Black man, was stopped by police for 
jaywalking.  What ensued was a confrontation leading to Brown being fatally shot to death by 
police officer, Darren Wilson.  Wilson stopped Brown shortly after Noon, but Brown’s body lie 
in the middle of the street for more than four (4) hours.  Many allege Brown’s body remained in 
the street for that duration as a signal to denigrate, demean, and depreciate the value of Black 
life.  The Black community elected to protest not solely because of Mike Brown’s death, but in 
response to a multitude of frustrations transpiring in the Ferguson community.  In this context, 
Mike Brown’s death was a catalyst to a plethora of frustrations and racial indifferences.  Days of 
civil unrest followed, militarized police entered the community, national coverage transpired and 
breadths of promises were made to increase conversations around diversity, race, and bias.   
In February of 2015, the AHRD Conference was held in St. Louis just months after the 
uprise in Ferguson.  AHRD leadership felt it imperative to formulate a response to issues 
existing in Ferguson.  Hence, a town hall was created with Critical HRD and Social Justice 
Perspectives Special Interest Groups (SIGs) steering the discussions.  Titled:  Enhancing the 
Frontiers of Diversity and Inclusion in Research & Practice:  Performative, Critical, and 
Radical Perspectives on the Contexts and Issues for HRD, the town hall was geared towards 
enhancing HRD’s responsibility relative to diversity and inclusion (AHRD, 2015).  Several 
scholars and community advocates participated as panelists for the event.  Although the 
conference had an opening ceremony off-site later that evening, the town hall event transpired at 
 116 
 
 
the conference center and was the first significant gathering on the conference agenda.  In this 
way, it captivated a large audience of conference attendees and signaled to conference attendees 
the onset of the 2015 AHRD Conference.   
I attended the AHRD Conference in St. Louis and was disheartened by how the town hall 
meeting was positioned.  Devising any measures to discuss race and diversity in HRD is both 
welcomed and necessary, but the town hall was positioned around a national sociocultural 
circumstance coupled with an appearance that HRD supports scholarship surrounding race and 
diversity.  This, to me, was simply disingenuous.  The town hall was not transpiring because of a 
staunch movement in the field to create discourse around race, but rather AHRD positioned the 
town hall as a response to the recent sociocultural and sociopolitical phenomenon transpiring in 
the St. Louis area – the same city hosting the AHRD Conference.  AHRD besmirched the 
memory of Mike Brown and those racialized experiences of Black citizens in Ferguson, by 
developing a symposium to appear as if the field was concerned about issues impacting the well-
being of Black people, Black communities or Black research when HRD’s position, in relation to 
those subjects, is well documented. 
It is this author’s position that HRD does not allow for safe spaces to discuss Blackness, 
but created a symposium to initiate discussions about race and diversity solely to situate HRD as 
a caring, concerning and forwarding thinking academic discipline supportive of Black 
communities.  From my vantage point (and those of other Black HRD scholars in attendance), 
the attempt fell horribly short, lacked sincerity and attempted to position race and diversity as 
phenomena needing more attention because of Ferguson, when concerns about race and diversity 
have long existed in HRD.   
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It is not lost on this researcher that participating in discourse concerning race, diversity, 
and inclusivity is necessary.  However, discussions relative to circumstances in Ferguson or the 
social implications deriving from circumstances in communities like Ferguson, fell deaf on the 
conference attendees.  Few conference attendees could connect discourse to the conditions in the 
Ferguson community.  Most of the conference attendees identified as White, Asian-American or 
International Asian.  Although anecdotal, I am confident most conference attendees have never 
visited Black communities similar to the likes of Ferguson rife with poverty, unemployment, 
marginalization, disenfranchisement, diminished access to hope and few resources to improve 
their circumstances.  As such, a more poignant example of how HRD and AHRD could have 
linked race and diversity to scholarship might have been through volunteerism opportunity.  
With the multitude of emerging scholars in attendance, AHRD could have offered tangible, 
experiential learning opportunities for volunteerism in St. Louis-area communities to 
contextually situate social ills in Black communities.  Instead, conference attendees were offered 
opportunities to tour the City Museum and Anheuser-Busch Brewing Company.   
The town hall meeting closed with objectives, plans, and promises for new inclusive 
ideologies and scholarship opportunities.  To date, I have yet to see any actionable items, reports 
or data suggesting the discussions in St. Louis were the catalyst for new narratives within HRD.  
Today, HRD professors remain uncomfortable having dialogue about race, diversity and 
sociocultural phenomenon.  AHRD, which is comprised of HRD faculty, are no more willing to 
include scholarship at conferences or in journals about race and diversity today than they were in 
2015.  Put simply, AHRD’s sentiment regarding race and diversity at the conference was not 
reflective of its actions.  
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I have no doubt that my perception of the 2015 AHRD Conference in St. Louis likely 
exists in stark contrast to many conference attendees.  However, as research suggests, creating 
safe, inclusive, and inviting multicultural and multiracial environments, requires a distinct 
strategic position coupled with cultural practices.  Becker (1998) positions organizational 
changes in relation to strategic mannerisms designed to create inclusivity.  Becker’s work details 
distinct strategies evoked by organizations to be culturally cognizant of race and the 
development of decisive measures, which include genuine dialogues concerning race, culture and 
inclusivity, as well as, organization behaviors towards acculturation.   In contrast, AHRD 
initiated a tactless conversation and failed to develop continuous measures beyond the 
conference in St. Louis. 
The following are examples of experiences at AHRD conferences where Black HRD 
doctoral students have struggled to recognize how narratives surrounding race, diversity and 
inclusivity align with their Blackness.  Described below are examples which encapsulate 
conference experiences with faculty, students and scholarship: 
The field of HRD has moved slowly.  If I am to speak on diversity with the HRD conferences, 
there were very few people of color.  I think there are still too few people of color, but there are 
more.  I think we can do better and also the various segments or sessions.  There is a session that 
looks at China, another which looks at India, but somehow we do not have one that looks at race 
and HRD (Doctoral Student 6). 
 
I did feel like I should keep going (to AHRD conference) when I went to the conference earlier 
this year because there was these very small pockets of people trying to push forward with some 
change.  And I was like, “Oh, there are other people with similar experiences.  We have plenty of 
people, students in HRD, who feels the way that I do or who may also feel the way that I do and 
have the energy to actually want to keep fighting forward to make some change.  So, it wasn’t 
until I went to AHRD that I said, “OK. Maybe I should keep going” (Doctoral Student 1). 
 
Well, HRD is not diverse.  You don’t see a lot of us (Blacks) I think there was an opportunity 
there when it almost forced itself at the conference.  A Caucasian female made a comment at the 
conference about African Americans or from an African American perspective and an African 
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American woman stood up and responded to her – advising that her perspective didn’t really 
represent Black people’s lens.  So, that was an interesting perspective of race or indifference at 
an HRD conference and it was my first time being there (Doctoral Student 9).   
 
I did wonder about “Where does a student in this space…how can they have a conversation with 
someone about the issues that they may face, a situation, how I was shut down or not 
acknowledged….where do I/we go?”  Like, the following response was provided to the question 
about “What are you (AHRD) doing to help Black students?” and the response was, “Well, we 
need to do more.” That doesn’t answer the question.  So, that was really interesting and it got me 
to thinking (Doctoral Student 11).  
 
Well, I think HRD is….it’s more influenced by the Asian community in my perspective.  Even 
going to the AHRD Conference, the amount of Asian culture was massive compared to the Black 
culture that was there – I have only ever seen a handful of Black people (Doctoral Student 10). 
 
I had to go find Critical HRD folks or the Social Justice HRD folks just to find that level of 
connection.  Often, if they were white, they were either Women or Queer-identified white folks 
who found that epiphany or connection to being critical or developed a social justice perspective.  
So then that limits, and maybe that’s how I self-select, it limits my level of interaction because I 
personally don’t have a very strong tolerance in my academic and professional careers, to learn 
white, normative, ways of doing work or how they interact or engage with individuals (Doctoral 
Student 1).   
 
I’m sure that I have been in situations at the AHRD conferences and I’m sure I walked up to an 
individual because they were Black.  I’m sure I walked up to them because they were Black and 
they seemed approachable and we were in the same session.  There was some element of 
familiarity that would allow me to make this approach and engage in this discussion and I’m sure 
at some point in the conversation dialogue will turn to, “How is your Black-self doing at this 
White conference?” And so we build some rapport and everything then broadens, it becomes 
engaging and it turns to so much more than just our Blackness and we have a good interaction 
with one another (Doctoral Student 7). 
 
I went to AHRD conference.  I was there attending the graduate student colloquium.  I was there 
for the first two days was the student colloquium…there was no diversity in that group.  It was a 
room full of grad students and Blacks were in the minority there.  Diversity was reflected in 
personal experience, where students were in their program, what students were hoping to do next 
was quite diverse.  Most students were through coursework and moving towards dissertation.  
So, there were a lot of people to have discussion and get different perspectives…kind a like 
talking about our programs and learning how they are quite different or similar, but no Black 
people (Doctoral Student 9) 
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We have member groups or special interest groups in AHRD, so make one for Black students.  
At work, we have team member networks that include Women, Black, Hispanic and a variety of 
different things where people can come together and have different collaborative opportunities 
(Doctoral Student 12).   
 
International Cultural Competence 
 
If any scholarly discussions transpire in HRD learning environments, they frequently 
support cultural, ethnic, race or diversity-related agendas from Asian-identified countries like:  S. 
Korea, Taiwan, Malaysia or China, but never phenomenon related to Chicago, Los Angeles or 
St. Louis.  I have always found that perplexing.  Race, ethnicity and culture are not devoid from 
daily engagements; not on any campus or in any other organization.  I struggled to understand 
how conversations about research in Malaysia, for example, were independently excluded from 
issues of race or ethnicity.  Could issues exist in Malaysia independent of race and/or ethnicity?  
I have often wondered if my comprehension of discussions was an “American societal” 
conundrum where race does not play a dominant factor.  Were my concerns developed by an 
American cultural legacy of racism, bigotry, discrimination, and indifference?   
At times, I pondered if our classroom discussions were accepted because HRD is 
grounded in relationships tied specifically to Asian culture.  Perhaps, a duality exists for why 
these aspects are more supportive of Asian culture?  Globalization is a viable attribute to 
spreading and branding HRD ideology.  If International markets are both tied to Asian culture 
and business that bolsters increased notoriety for HRD, it is understandable why those cultural 
aspects are included.  Where that relationship becomes puzzling is when attempting to 
understand how similar cultural phenomena are not willingly supported in Chicago, Baltimore, 
New Orleans or Miami.   
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Cultural competence is the process of helping people understand varied ethics, principles 
and demonstrated behaviors across a myriad of cultural variances.  In essence, as individuals 
learn to acknowledge elements of cultural difference they can develop methods to celebrate those 
aspects, which make for richer relationships (Chang, 2007).  Many scholars suggest that cultural 
competence requires several similar tenants.  Campinha-Bacote (2002) suggests the specific 
areas of cultural competence are:  cultural awareness, cultural knowledge, cultural skill, cultural 
encounters and cultural desire.  On the contrary, Betancourt, Green & Carrillo (2002), suggest 
similar terms, which include:  cultural sensitivity, cultural responsiveness, cultural effectiveness 
and cultural humility.  Lastly, Papadopoulos (2006) offers cultural awareness, cultural 
knowledge, cultural sensitivity and cultural competence as primary components of cultural 
competence.   
Black HRD doctoral students describe instances where cultural competence is exhibited 
for other HRD students, but inclusive spaces regarding Blackness is lacking in HRD (research 
topics, dialogue, classroom discussion, etc.):    
There are professors who do brown bag lunches for their students, but all of their students are 
Asian.  So, in that vain, it makes the experience selective and inclusive only to students of Asian 
or international descent (Doctoral Student 6). 
 
It appears as if the international students have more of an opportunity or more of an advantage to 
be successful than others.  I think there is more attention given to them than there others.  That’s 
just from my observation and experience.  I think this is something that has been this way for a 
long time. I don’t think it’s something that just happened, but I think this has been the norm 
(Doctoral Student 8). 
 
My HRD program seems to have a stronger representation of Asian-identified folk.  Again, that 
is not a population, in terms of diversity and inclusion, which identifies as being 
underrepresented.  So, the field itself attempts to appear as being diverse on the surface (Doctoral 
Student 1). 
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Speaking broadly about the field and how it’s shaping up …there is a lot of Asian student 
influence.  More and more and more of them are attending the American conference and last 
year, nearly half of the attendees were Asian.  I think it’s just going to be natural that HRD will 
involve more perspectives from Asian culture.  I have noticed that….it was one of the first things 
I noticed in HRD even when I entered the program I was like, “Whoa!  Where is all of this 
Malaysian stuff coming from (Doctoral Student 5)?” 
 
This is a clouded/convoluted situation for me.  I don’t hear the discussions about Black 
experiences (academically or practically within HRD), but what I experience are a lot of 
international students that freely discuss, research or write about their experiences.  Not only 
that, but there are visible recruitment efforts, writing workshops, research in those native 
countries by professors in the department (Doctoral Student 6). 
 
HRD Professors may argue that they do not speak about S. Korean or Chinese culture, but they 
actually do.  They speak about their personal research, where they visit, who they work for and 
what students derive from those relationships.  These relationships are developed because of 
former student relationships and professional relationships.  There is no dialogue about Black 
American perspectives, but I have experienced classroom presentations on issues relative to 
Asian-identified cultures.  It would appear that these (Doctoral Student 10). 
 
Being Black in HRD 
While in a doctoral class, each student was asked to introduce their potential research 
agendas.  The demographics of the room add importance to the circumstance:  twelve (12) of the 
sixteen (16) students were International Asian students.  The International Asian students all sat 
together on the South side of the classroom, while the remaining students had seating locations 
on the opposing north side of the room.  The professor conducted lectures from the West side of 
the room.  Although not of Asian descent, the professor was well adept at International Asian 
culture.  Maintaining a variety of research interests in Asia, all the professor’s advisees were 
International Asian students and, at times, classes were conducted online while the professor 
traveled throughout Asia attending conferences, giving scholarly speeches or participating in 
research.  Routinely, in this professor’s class, HRD was positioned specifically in an 
International context; examples of research projects, cultural phenomenon and discussions 
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concerning globalization were framed in relation to Asian outcomes.  These aspects, to me, 
would qualify the professor to be well adept at having a fair amount of familiarity with Asian 
culture. 
 Beginning from the South (International Asian) side of the room, the professor asked 
individual students to introduce their research agendas while a graduate student assistant placed 
their submissions on an overhead projector for critique from the entire class.  Each doctoral 
student received sentiments from the class regarding how to better approach their research 
agendas, aspects to consider and manners in which their scholarship could be more effective.  
Once class discussions amongst students were complete, the professor would weigh-in with 
thoughts and perceptions as well.  This was a welcomed approach; each student gained an 
opportunity to add varied scholarly angles that might not have been previously considered and 
provided much more insight than singular direction from only the professor.   
Because all of the International Asian students sat collectively on the South side of the 
room, their topics transpired consecutively.  By the time I was to introduce my research, all 
twelve (12) of the International Asian students had introduced their work and received critiques.  
I was the first non-Asian identified student to present a research agenda.  Unbeknownst to me, I 
learned the previous behavior of allowing student critiques first followed by the professor’s 
thoughts, had changed.   
 Once loaded on the overhead projector for the class to view, the professor declared, 
“Oh…this one!”  The professor appeared displeased with my research proposal.  My 
interpretation of the professor’s tone was negative and appeared to negatively impact the class’ 
position relative to my work.  Although the doctoral students were not yet privy to the 
professor’s true feelings, the professor’s initial reaction placed the class in a circumstance where 
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they were overly critical of my work.  The comments from the class, particularly those from 
International Asian students, were in alignment with the professor’s initial reaction when my 
research was loaded on the screen.  The non-Asian students, positioned on the North side of the 
room, responded in stark contrast to the International Asian students; they were critical, but 
supportive of the research and its importance to the HRD academy. 
Once my work, which involved the benefits of Black mentors in the workplace, was 
evaluated by students, the professor’s critique followed by asking, “Does it matter to you that 
your reader knows you are Black?”  Understandably caught off-guard by the question, “I 
responded, “I don’t think it matters that my reader knows that I am Black because they are 
readers.  How would a reader know that I am Black?”  I was troubled by the line of questioning 
in part because many of the International Asian students just presented work related to aspects 
involving ethnic cultures from Korea, Taiwan, Malaysia and China, but the professor never 
raised any questions regarding their research agendas.  
The professor continued by alluding to the fact that my work should be, “scholarly and 
encapsulate the entire field of HRD.” He was attempting to suggest that my work was too narrow 
because I was interested in the experiences of Black Americans.  In the midst of my confusion, I 
asked the professor for clarity: “Many of these students (International Asians) just offered 
research that was not inclusive of the entire field.  How are issues in Malaysia, S. Korea or 
Taiwan relative to people in America or people in America that look like me?”  
My confusion quickly transgressed to frustration; a common emotion often transpiring 
amongst Black people when White people lack cultural relevance.  In my frustration, I began 
rationalizing:   
1) Is it not true all students in doctoral programs are required to provide scholarly work?   
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2) Is there no story to be understood by targeting Black people in work environments?  
Does the professor believe those experiences are rudimentary or the same for White, 
Asian or International employees?   
3) Is it not true that Black Americans are typecast in everyday systems forcing them to 
assimilate to White American cultural traditions? 
4) Several students introduced research projects in Korea, Taiwan, and China 
investigating or researching issues, concerns or variables about their people.  
However, when Blacks were introduced, my scholarly intent and motives were 
questioned.  How is that inclusive? 
5) How do I make sense of being told to pick a topic I am passionate about, that adds to 
the literature of the field, but then told to alter it to make someone else comfortable 
by someone who is of the dominant majority with a dominant paradigm (Eurocentric, 
white, male, heterosexual, and middle-class)?   
 
In my discomfort, I asked the professor, “Would you be more comfortable with this topic 
if he wrote this work (while pointing to my White colleague)?” Undoubtedly not willing to 
debate the aspects of race with me, the professor, visibly disturbed by my challenge, dismissed 
the class for a break.   
This example (and several others like it) has helped position my concern for the field of 
HRD.  The issues of race in HRD are not readily discussed, are glossed over or the dominant 
heterosexual perspective is cast upon people (students, employees, etc.) from different 
backgrounds, lived experiences and cultures.  According to many HRD scholars, research 
conducted in the field evolves into practices utilized in organizations.  If indeed that precept is 
valid, then HRD must acknowledge its lack of inclusivity and work towards change.  In order for 
Human Resource Development to be more inclusive, a paradigm shift must transpire.   
The following reflections detail the multitude of personal feelings captured by Black 
HRD doctoral student as they attempt to navigate through their individual scholarly journeys: 
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My experience includes…I think a constant experience of otherness (Doctoral Student 3).   
 
My initial feeling is disappointment.  So, for many doctoral students, we’ve all thought, “I’m 
going to quit at some point in this process. It’s too much, it’s too arduous.”  The reasons it’s been 
that way for me (disappointing) is specifically been related or directly tied to my race because 
my expected scholarship is related to my race (Doctoral Student 1). 
 
I don’t feel well-equipped.  I can talk all day and I can write….I’m a strong writer.  I feel like I 
am always…this feeling likely plays into other areas of my life and how I’m feeling about 
things.  I feel like I’m over-extending all the time.  I don’t know.   I just don’t feel like this is 
going to work for me.  I have been feeling that way for a while.  I actually disclosed these 
feelings to my advisor and he suggested to just branch out.  If I was still in a position to do so, I 
would switch areas of disciplines.  I don’t think this PhD is going to be worth what I thought it 
was going to be worth to me (Doctoral Student 5). 
 
So, it’s been interesting….my experiences as a Black doctoral student.  It can feel very singular 
at times, it can feel…very anxiety ridden (Doctoral Student 1). 
 
I would describe it as alone….would be a good way to describe it.  Because you are kinda out 
there….and I think some of that is not knowing whether or not if my experiences are 
similar/different from others.  Maybe that’s the big thing.  Are other people swimming alone or 
are they getting the help they need?  Maybe it’s because I live far away from campus, maybe it’s 
because I work full-time and my lack of engagement on campus, maybe that’s why I don’t hear 
from anyone or my advisor (Doctoral Student 11). 
 
If you don’t feel welcome, if you don’t feel like you count, if you don’t feel legitimate, like you 
belong here, if you don’t feel comfortable or you’re legitimate…that is going to negatively 
impact your educational experience (Doctoral Student 4). 
 
My experience has ranged from very enriching to very frustrating.  It runs the entire gamut.  I am 
sometimes very happy to pursue this terminal degree and other times, very frustrated (Doctoral 
Student 6). 
 
My experience has been one of isolation.  I don’t have extended support systems of people in 
HRD that can help me.  It does help that I see other Black people on campus, but I don’t have 
Black HRD doctoral students in my program that provide the kind of cultural support that I deem 
helpful.  The experience is what you make it, I don’t think the program is difficult, but coupling 
the cultural aspects with the rigid views/behaviors in the field of HRD (not just my program), 
those things do not equate (Doctoral Student 5). 
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Lonely or out on your own and really trying to create an experience that is positive, but it in a 
sense you just don’t know what to do next.  I’m not sure…like the first time I got rejected, I 
wanted to talk with someone because it made me question if I should be in the program anymore 
– maybe I’m not smart enough.  I just didn’t feel very smart (Doctoral Student 11). 
 
I was feeling incompetent, I feeling underprepared.  I was feeling ill-equipped to do what I was 
felt was the research and the actual work.  Taking classes is fine.  The grades are marginally 
reflected of how one can perform, but yeah, I don’t feel accepted.  I don’t feel affirmed not by 
anybody in HRD and that affirmation is definitely not reflected in the coursework (Doctoral 
Student 1). 
 
When I think of describing my experiences as a Black doctoral student it is scary, it’s 
challenging, it’s exciting, it’s anxiety-laden, it’s stressful, it’s uncomfortable and a lot of the true 
benefit and value will not be realized until the ability to fully reflect on the entire experience is 
over right?  Not until I can look back over all of the things…the good the bad, the ebbs, the 
flows, and respect and appreciate the process that took place in addition to the experiences that 
occurred as part of that process.  It’s been a lot of different things (Doctoral Student 5).   
 
Being a Black Doctoral student is putting me into another version of myself, right?  Because this 
is now one more version of me that I have to balance with the other versions of me that has to 
show up in varied environments and varied settings.  So, you have Work X, you got Regular 
X….Regular X isn’t the same as School X.  School X’s friends are different than Regular X’s 
friends.  Regular X’s friends can’t relate to the shit School X’s friends talk about you know?  
Sometimes I get tired of talking about School X’s friends because all they want to talk about is 
school stuff.  It’s a challenge…it’s a struggle and it really speaks to this feeling of isolation.  ISO 
– the prefix suggests one, right?  OK, I get it.  But isolation, in the respect of this conversation, 
isn’t always me by myself but it’s really navigating the tension as I try to find and accept this 
new space that I’m in juxtaposed against the versions of myself that have already existed and 
have a space and have a level of comfort in relation to how they move and exist within the world 
and now I am going to add this one.  And that’s just one element right (Doctoral Student 3)?  
 
Otherness 
Frustrations amongst graduate students are often high when a policy, practice or measure 
is not well understood.  These feelings are increased when the impact could potentially impede 
academic progress.  Knowing what paperwork to submit, who to submit it to, where to ask for 
assistance, which office managed which process, etc., are common frustrations amongst graduate 
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students because these elements can impede academic progress.  I came to understand those 
frustrations were not only experienced by doctoral students in HRD, but in other disciplines as 
well.  Doctoral students commonly sought information from their colleagues because faculty 
often do not know the proper information, processes or may be untimely in their responses. 
One example of this phenomenon was the standardization of the Early Research Project 
(ERP), which is an academic requirement.  Each professor had a different idea of the process, 
students struggled to explain the process to one another, and no standardization existed.  
Information amongst doctoral students changed frequently and frustrations equally grew.  In 
response, a doctoral student led the charge to have HRD professors participate in a symposium to 
introduce, discuss and better equip students with information regarding the ERP process. 
The information being discussed was paramount for academic success.  I arrived early to 
ensure I was seated in a good location to obtain important information that directly impacted my 
scholarly pursuits.  As I entered the conference space, conference tables were conjoined to create 
two, large student seating spaces running nearly the length of the room from east to west.  I 
began looking for a seat and recognized the table on the north side of the room, furthest from the 
door, was completely full with international students.  Of the 15-20 students at the conjoined 
tables, no chairs remained open.  As I looked at the table nearest the door, it was peppered with 
students of different ethnicities, which included students of American descent (White and Black), 
but also students from Eastern Europe, Middle East and Africa.   
From my perspective, questions, descriptions, communications and discussions transpired 
with the table of international students at a rate that did not exist with my table. Throughout the 
presentation, the disparity of unity in the room made me feel uneasy.  The attention given to the 
table of international students, the responses centered using examples of phenomena that existed 
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in S. Korea, China, Taiwan or Japan made me question the diversity of HRD.  I recall thinking, 
“Does my opinion or lens of HRD matter?” “Is my perspective important in this academic 
environment?”  I recall thinking:  “Am I wanted here?” “Is this learning opportunity for me, for 
all HRD doctoral students or for them (International Asian students)?”  “Do I matter?”   
Otherness is a sociological phenomenon that intertwines with the construction of 
identities.  Social identities, both individual and those constructed within a group, are often 
formed when social norms are controlled by a group with power.  According to Korte (2007), 
social identities are developed in relation to established social categories or identities like gender, 
class, culture or ethnicity.  These identities shape our perception of self, the groups we belong to 
and our abilities to fit within the contexts of those groups.  Holvino & Kamp (2009) argues this 
ability to fit in creates a ‘sameness-difference’ dilemma where diversity becomes a “risk instead 
of an option, a hidden and ongoing force of exclusion that could emerge in unintended guises 
and at unexpected times” (p. 79).  Holvino & Kamp’s (2009) work is juxtaposed with Byrd’s 
position regarding social identities.  Byrd (2014) suggests that as people experience multiple 
forms of social identities at once, the outcome of oppression is increased.  Thus, as people 
attempt to discern oppressive characteristics of race, gender and sexual orientation, they may 
experience different means of gaining acceptance or being satisfied.   
The multiplicity of social identities is profound in understanding participants of this 
study.  Otherness manifests itself in a multitude of personal experiences requiring a sense of 
belonging, trust and engagement.  The following excerpts are reflective of personal experiences 
that Black HRD doctoral students experienced in relation to otherness:  
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Engaging HRD Graduate Students 
 
Otherness was also experienced by Black HRD doctoral students when engaging with 
other HRD doctoral students as described below:  
So, my interaction is usually to find folks that look like me or who have like experiences.   I have 
not met many people who have like experiences (Doctoral Student 1). 
 
I can remember specific occurrences, because I’m narrative-based, I will share examples or 
stories of personal instances in class to help myself get connected with the concepts and the 
response received was like I was a foreign object.  The folks in the room didn’t understand or 
connect (Doctoral Student 14). 
 
I did have someone I could reach out to and talk with about things and just be in the struggle 
with someone else.  There is limited engagement that we (Black Students) have (Doctoral 
Student 9).   
 
There is limited interaction with other students.  I don’t get the opportunities to work with other 
students on papers or projects.  I get a chance to only work with folks when there is a middle 
person making that connection (Doctoral Student 14). 
 
I saw a picture of the last AHRD conference.  The picture I saw was HRD students & faculty 
eating and it was a table full of international people with the caption that read the “Human 
Resource Development.” So, it was more that these are the faces of it (HRD Department).  You 
saw nobody that looked like you.  It was interesting to see (Doctoral Student 8). 
 
I don’t know that I have met many students with similar research interests in terms of level of 
interaction and engagement.  So, when I think of a doctoral program, I think of emerging 
scholars, thoughts to collaborate, and to build upon one another’s thoughts, help to challenge and 
support, to move us forward.  My experience in HRD has been that you don’t necessarily get that 
from faculty or your even advisor; the challenge to help you build and develop.  So I look for 
that interaction from my classmates and that has not existed (Doctoral Student 1) 
 
I do think the students in my class had a perception of stereotypes regarding Black people…like 
how they behave.  I do think that many of the Asian students tiptoed around me; like they didn’t 
want to spark my anger or get me upset.  But I definitely felt as if they were tiptoeing (Doctoral 
Student 10). 
 
If your research is on diversity or, specifically about Black people/experiences, most 
international students have never engaged or interacted with a Black person.  Sometimes, I feel 
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as if they rely on a lot of stereotypes. And, after some time, there is a comradery that might come 
to fruition, but I think that only transpires if I put in a lot of effort (Doctoral Student 6).  
 
There are certain immutable facts about me right?  You can look at me and make some 
assumptions:  I’m a Black male; my Blackness is not going away, it does not fade and I have no 
diseases that causes it to go away, I have no desires for it to go away, it’s an immutable fact.  
There are certain things that are not going to change about me when you meet me like my height 
or age, we can engage when we meet based on your preference or we can elect not to engage.  
So, I think that race….the first thing I see, I visually see who you are, I do a superficial 
inspection of you, I might look to check for hygiene to determine if I’m going to shake your 
hand, I might look to see how you present or maybe I’m looking at you to see how you’re 
looking at me.  There are just certain things that are natural about who we are that will cause us 
to be attracted to another or engage with one another (Doctoral Student 7). 
 
I had a class in spring semester and it was very interesting.  I walked in the door the very first 
day and there were about international students sitting around the table and as I was sitting there 
waiting they made a joke.  First, they were talking and didn’t include me when I spoke, they then 
made a joke about me being the minority because they were the majority.  So, it was almost as if 
it was I was the one that didn’t belong.  It was interesting their approach - how they initially 
greeted me as if I was in the wrong place or that I may not fit because it was just them and it was 
the core group (Doctoral Student 8).  
 
Even some classes, for many semesters, I would be alone.  When you feel there is no diversity, is 
when people aren’t accepting of you.  When, in class, you have to work hard just to be in a group 
to work with.  People have to feel like you will be adding something to the group – in these 
experiences, I was judged as coming to the work groups with a deficit.  Not until you prove your 
worth, do the groups accept you in HRD.  You must prove your salt to work with them (HRD 
students that are not Black). Black HRD students spend a lot of time trying to build rapport and 
capital with other HRD students just so that you can find a group or working incredibly hard so 
that others trust you enough to accept you; to allow you to work with their group (Doctoral 
Student 6). 
 
Acceptance & Recruiting 
 
Black HRD doctoral students couple the lack of acceptance in HRD with the sense of 
being invited to HRD to engage in scholarly discourse.  To Black HRD doctoral students, there is 
a lack of desire or want on behalf of HRD to intentionally seek Black students.  Conversely 
however, there is a perceived desire to maintain an international approach, seek international 
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students and ensure they feel supported.  These experiences leave Black HRD doctoral students 
feeling a sense of otherness:   
I believe there are efforts of HRD to travel internationally that allows for professors to meet with 
students, parents, discuss the program, etc.  So, there seems as if there is this pathway for the 
transition from wherever those students are to here (Doctoral Student 8). 
 
I have found authenticity (in HRD experiences), but I can’t say that there was a push or an overt 
interest in seeking more African American students.    So, that’s part of the engagement theme.  
If it’s not working, they need to do some soul searching and maybe there is a sense of soul 
searching happening there on a local and national level.  You can’t just talk the talk, you also 
gotta walk the walk.  If you are teaching the stuff, people are going to be able to see through you 
if you are not practicing what you’re preaching (Doctoral Student 9). 
 
We (Black people) are foreigners in their space and I don’t think they care if we leave or if we 
stay.  It’s a hard place to be in, always to occupy a space where you are not necessarily invited.  I 
don’t think diverse people and diverse minds are being recruited.  It’s just a weird space 
(Doctoral Student 14). 
 
They (Unnamed University HRD program) have a great business model where the University 
wins.  They have this diversity which is good for the department.  They also bring in 
international money, which is more than an in-state student or an out-of-state student.  That 
international dollar, the tuition dollar, is good for the University campus.  That’s where their 
emphasis is.  That’s where I’ve noticed their energy and focus is (Doctoral Student 4).  
 
If we are talking about the ratio of international students, faculty or people of color, let’s 
say….versus people who are not of color, then I believe there are more people of color 
collectively.  It’s just when you attempt to separate people of color in categories, that’s where the 
disparities come in.  That part is not as equal (Doctoral Student 8). 
 
I often wonder with diversity in relation to this HRD model:  “Am I being treated the same way 
as some of my colleagues that are international students that are recruited here?”  My interests 
are different – my interests regard Americans in various complexities that they deal with 
transitioning through higher education to their career or civilian workplace (Doctoral Student 4).  
 
Encountering HRD Faculty 
 
The relationships doctoral students maintain with faculty are significant.  Faculty 
members maintain a significant amount of power in an advisor/advisee relationship.  In addition, 
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faculty members maintain power over a doctoral student in relation to guiding student trajectory 
with coursework, managing timelines, which include graduating in a timely manner, and can 
even be influential in recommendations for employment opportunities post-graduation.  For 
Black doctoral students, race can increase the stress experienced in their relationship with faculty 
(Hernandez, 2000; Kuh & Hu, 2001).  Research supports these narratives.  Lundberg and 
Schreiner (2004) suggest faculty-student interactions equate to predictors of learning.  Positive 
relationships, for instance, equate to improved learning outcomes and better circumspect 
experiences for students of color.   Relationships with faculty can create feelings of otherness. 
Not only do Black HRD doctoral students experience otherness in relation to other 
doctoral students in the HRD program, but those feelings are often experienced in daily 
interactions with faculty as well.  Participants in this study questioned the implicit biases that 
may exist among faculty engaging with a nominal number of Black students in the HRD 
program.  The following experiences from students help describe their personal reflections that 
add to their expressed feelings of otherness: 
In this academic field of HRD, you need to feel welcomed, that you are legitimate, that you 
matter.  Yes, you are the student, but you are treated with a certain amount of respect and 
legitimacy.  You are challenged in a way that is going to help grow you and you feel trust, 
encouragement, and prosperity (Doctoral Student 4). 
 
There’s nothing I have said to them (faculty) that is inappropriate or rude, it’s just a way they 
perceive me by my looks, race, appearance or something.  I understand that there are folks, 
whether in the workplace or an educational setting that simply think, ‘You don’t belong.  That 
spot you have, that role you’re in…..do you deserve it?’  I always take that with me wherever I 
go:  These people, especially those in authoritative positions, do they (faculty) even feel like I 
belong there?  That goes back to the educational experience of wanting to be treated 
appropriately, professionally, fairly, with dignity, with courtesy and respect (Doctoral Student 4).  
 
On more than one occasion, my Blackness has been looked at as combative and that’s the vibe – 
although no one is bold enough to say it.  That this is a combative opinion to what we are 
learning here and I don’t think any theory and/or practical advice can be swallowed whole.  I am 
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mature enough to understand that what works in one organization does not work in another and 
what theory is prescribed over here, may not work over here; it must be digested properly.  But, 
to answer the question directly, those vibes have been very present a few times.  Challenging 
(debating) while Black (Doctoral Student 2). 
 
So, learning all of that and then bringing that information home to a classroom and trying to 
explain all of that to prominent professors in our field.  Having to explain it just like I explained 
to you, but having them stop me every two seconds commenting on Blackness like, “What do 
you mean Black is different?  There is one color.  What do you mean…Black is Black.”  Yes, 
Black is Black, like any other place, if you’re in Australia there are different cultures – there are 
a variety of sub-groups with the sub-groups and having to chop it up with them it was like, “OK, 
you guys are smart, how do you not understand this?”  It wasn’t a lot.  It was a reminder for me 
that, “They are not thinking like you.”  The value that comes out of understanding that, they 
don’t care about it, but there’s a lot to come out of that.  What’s sad about it is that they don’t 
understand and maybe they don’t care…maybe that’s an overstatement to say they don’t 
care….maybe it’s an overstatement to say that they don’t care to do much about it (Doctoral 
Student 5). 
 
There is a professor whose class I try not to take.  Just because of the treatment that I would 
receive versus an international student which is very apparent.  Other than that, I think the other 
professors I have had have been pretty consistent in treatment, but it’s just that one professor and 
their treatment; it’s not that I get bad grades in their course, it’s more the teaching style or 
approach…I just prefer not to take their classes (Doctoral Student 8). 
 
I had an experience…I wasn’t involved in the experience, but I witnessed the experience during 
class.  One of Black students in class wanted to write their paper on an issue relating to Black 
American males and the professor was adamant about this student changing their perspective – 
changing it from Black Americans to I don’t know; anything besides Black Americans.  It was 
just striking, shocking to hear a professor of 20-30+ years tell a student not to discuss or not to 
talk about Black Americans in HRD (Doctoral Student 10). 
 
I need to learn from these folks and I think these professors, this faculty, this group, needs to 
understand that even though they didn’t recruit me, invite me to apply to the program or have 
some sort of relationship, I need to have a good personal understanding that they will help me 
achieve a lot of these goals (Doctoral Student 4). 
 
Lack of Black HRD Students 
 
Being one of a few, Black HRD doctoral students expressed feeling a sense of inferiority.  
Whereas other students have opportunities to express themselves to professors and other 
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students, Black HRD doctoral students lack that same ability based on the number of other Black 
HRD doctoral students in their program.  While there are likely common experiences shared by 
others in the HRD department common to the Black community and culture, students find it 
difficult to determine how to approach that dialogue with students in the majority.  By default, 
this makes Black HRD doctoral students feel as if their experiences are less valid.  
These students expressed their feelings of otherness in the HRD program by sharing the 
following:  
Well, the first thing I noticed as a graduate student is there are not a lot of African American 
students.  I have only seen two students other than myself.  That is a blaring signal right there. I 
don’t know how many there have been in the past, but when you talk about diversity and you 
look at the surface of who’s there, the first thing that comes to mind is there are not a lot of 
people that look like me (Doctoral Student 2). 
 
If there is nobody in that space who looks like you, they simply won’t get it.  They either have to 
look like you or go out of their way to decide ‘I’m going to look out for this population.’  If you 
don’t get that, you won’t have the kind of educational experience you desire.  It’s frustrating 
because you see other people receiving it and creates a sense of immense frustration.  I love 
HRD, but my experience really frustrates me (Doctoral Student 6). 
 
I am happy about being a Black student in HRD.  Mostly because I think we need to be here.  I 
think other Black students, international students, people in general; need to see Black people in 
the HRD field.  To see us as scholars creating work around HRD.  Sometimes, it might be….it’s 
a difficult field to be in because we don’t have many Black movers and shakers in HRD like in 
other disciplines.  Sometimes, you feel like you are getting in unchartered waters because there 
are not many people to lean on who look like you (Doctoral Student 6). 
 
There are a lot of Black students that come in HRD, get their degree and leave because they 
don’t feel welcome (Doctoral Student 5). 
 
I have a feeling that HRD programs in the United States do not go out of their way to recruit 
Black students and sustain them in their programs like they would do for other programs.  
Especially programs where, historically, they do not have Black students.  It behooves the 
program to do something extra; to bring Black students aboard and sustain them (Doctoral 
Student 6). 
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I have seen students, since the time I have been here, some HRD students….a few Black 
students, leave.  So, bringing them aboard and sustaining them (Black students) – I don’t think 
we have a plan for doing that.  Because if we had a plan, I think HRD (at UIUC) would go out of 
its way to recruit at least one professor that looks like the students (Doctoral Student 4).  
 
I don’t want to be thought of as complaining, but I think there are things that I can say that would 
really improve the program.  I think people who have not historically been invited into a space, 
you have to continually look out for them, ask them how they feel and continue making the space 
safe for them and for them to feel at home, so that they can invite others to come and join that 
program (Doctoral Student 6). 
 
I would love to see more people like me, but is that even likely before I go?  I think that’s where 
I feel as though I have…if I expose myself to more diverse faculty members, then I think I would 
expose myself to more diverse students as well (Doctoral Student 8).  
 
HRD Black Faculty 
 
 In the midst of completing a doctoral program, Black graduate students experience a 
plethora of emotions/experiences.  As detailed earlier in this work, Black students describe 
feelings of isolation (DeFour & Hirsch, 1990; Johnson-Bailey, Valentine, Cervero & Bowles, 
2009), loneliness (Johnson-Bailey, Valentine, Cervero & Bowles, 200), lack of mentorship 
(Strayhorn & Terrell, 2007), lack of support (Lovitts & Nelson, 2000), which derives from a 
multitude of cultural experiences.  Matriculating through a doctoral program is difficult and 
coupling the additional stress of being Black, adds complexity to that journey other students 
simply do not understand.  Part of the kinship between Black students and Black faculty, is not 
only alignment of cultural or racial similarities, but Black faculty have experiential knowledge of 
the student’s plight.  They too, have likely felt isolated, indifferent, singular and frustrated in 
their scholarly process.   
 With so few Black professors in HRD, there is a desire to network and develop a 
relationship.  For emerging Black HRD doctoral students, relationships with Black HRD faculty 
are different from other faculty; they should be different.  Students assume the common bond of 
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shared Black experiences will provide for a more engaged, supportive, developmental 
opportunity.  Unfortunately, that is not always true. 
At times, Black HRD doctoral students described their engagements with Black HRD 
professors as less than genuine or not supportive.  With so few HRD professors in the field, these 
relationships become both imperative and vital to the navigation and success of Black HRD 
doctoral students.  The experiences are detailed below: 
I shouldn’t have to approach a Black faculty member and walk away from that conversation 
feeling less about myself than I did before engaging (Doctoral Student 5). 
 
Having a Black professor that understands the struggles of Black doctoral students is important.  
To not be supportive, but to also accept the normative confines of what HRD is.  To know what 
HRD is and isn’t to Black people; to suggest that we (Black doctoral students) cannot write about 
topics of Blackness or that those topics should be carved out to be more acceptable (for others).  
Those narratives are painful coming from any professor, but coming from a Black professor is 
horribly isolating.  I’m not interested in creating narratives that are palpable for people to 
swallow (Doctoral Student 12). 
 
That is the basic demonstration of being inauthentic and doing the basic level of connection 
you’re supposed to make with folks to establish and build trust.  There are so few of us in the 
field that you couldn’t remember those interactions?  That demonstrates to me that you really 
weren’t showing up for the right reasons (Doctoral Student 1). 
 
Black HRD professors have an opportunity to make a difference.  They have the potential to 
impact the field and honestly could do more (Doctoral Student 14). 
 
I don’t know.  The professor just seemed super over the top and incredibly critical for no reason.  
Just tell me, “I’m happy to see you here and want to see you succeed.  Keep it up.”  That’s not 
the professor’s demeanor though.  I think the professor feels like they have to give us a hard 
hand.  I don’t understand their approach.  I never understood it (Doctoral Student 5). 
 
Before, I thought it was just me and during our last engagement, I knew it was the professor.  
The professor made some comments that rubbed me the wrong way because I’m already in an 
isolated space.  They don’t make it easier to navigate all of this shit at all.  I know they have their 
own stuff going on and I have my own shit going on and I’m able to give people a pat on the 
back (Doctoral Student 5). 
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I felt like there was some collusion or performativity of Blackness when we were engaging.  I 
didn’t know what was authentic and what was genuine and authentic or what was like, ‘Let me 
coast so the professor could create a pathway for us to get in and move up.”  And still trying to 
be connected….I just didn’t know.  I just didn’t get a good read on the professor.  I say that 
because if there are folks who identify as being Black, but continue the same narratives, they are 
just as bad.  Actually, they’re probably even worse because….hell, then you’ll have folks 
reiterating why or using folks like that as an example as to why the literature is now diverse 
because we have these diverse voices.  Just because we have diverse voices doesn’t always mean 
they are diverse narratives (Doctoral Student 1). 
 
Intersectionality 
  
At the onset, I gave little thought to the role gender played in this study.  I have given 
considerable thought to the potential for microaggressions in relation to Black people and their 
social identities, but I failed to consider how those manifestations differ relative to the expression 
of gender.  Once I began conducting fieldwork and collecting experiences from Black HRD 
students, I reflected on experiences at conferences, in learning environments and with professors, 
where I only evaluated half of the circumstance.  I was adept at recognizing those experiences in 
relation to Blackness, but I failed to consider the significance of Blackness coupled with gender 
in those situations. 
There is a duality to being both a Black male and a Black female – race and gender are 
not mutually exclusive identities.  The ability to manage social categorizations attributed to those 
identities can be difficult.  Intersectionality or the interconnected nature of social identities like 
race, class, gender, mean that Black people manage a multitude of identities and sometimes, 
those identities may have a push-pull effect.  For instance, theorists describe the intersectionality 
of Black men as maintaining both Black and masculine identities.  In a patriarchal society, 
masculinity has a greater hierarchal value than femininity, but Blackness, in a variety of 
contexts, is simultaneously considered less than in the same society.  Scholars describe this as 
being a member of a privileged disadvantaged group (Crenshaw, 2005).  Some scholars argue 
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this line of thinking represents a fallacy in which Black men are privileged based on gender, but 
experience complex disadvantages in rates of homicide, incarceration, unemployment or 
education when compared to Black women (Curry, 2017). 
Education has a rich legacy of helping create negative narratives about Black people.  
Research is abound detailing how higher education attributes and perpetuates perspectives about 
Black American students.  For example, Cuyjet’s (2006) work suggests Black males in higher 
education are often perceived as hostile, lacking rigor or inept in relation to their cultural comfort 
in the campus community.  Others suggest educators have been culturally conditioned to 
question the depths at which Black males care about their education (Harper & Davis, 2012b).  
On the contrary, social science literature has provided insufficient accounts of academic success 
for Black women in education (Sanders & Bradley, 2005) despite the achievements mirroring 
similar successes of other racial groups (Kaba, 2005).  Instead, educational outcomes have 
underpinned Black women in education as affirmative action recipients incapable of graduate 
level work (Walkington, 2017) or positioned their academic experiences in relation to the 
deficiencies in gender-gap analysis (Hubbard 2005), violence (Dixon, Schoonmaker & Philliber, 
2000), and substance abuse (Sanders & Bradley, 1995).  In this way, Chavous and Cogburn 
(2007) argue the literature depicting positive, educational successes of Black women are 
invisible.  Their work analyzes frameworks towards battling this behavior.  Byrd (2014, p. 523) 
positions intersectionality as an instrument to bring attention to the multiple domains in which 
difference exists.  The author recommends, “more research is needed to inform the field of the 
ways that multiple social identities and categories interact and create disadvantage” (p. 524). 
This study would indicate Black female students experienced a level of passive-
aggressive behavior with White male professors.  Accounts suggest White male HRD professors 
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were dismissive of Black female HRD students – as detailed by refusing to communicate, not 
acknowledging or ignoring Black women in class and disregarding their scholarly positions or 
contributions.  In other instances, White male HRD professors exemplified aggression by 
belittling and defeating Black female HRD students.   Black male HRD students depict instances 
where White HRD faculty members attempt to assert their authority hidden within the power 
dynamic context of teacher-student relationships.   
The following are personal accounts in which Black HRD doctoral students believed 
encounters were yoked to both their gender and Blackness: 
There’s a professor that would either not speak after I offer a comment and just move on to the 
next idea or student that wants to speak or he would simply say, “Interesting.”  There wasn’t, 
again, in doctoral coursework there was no engagement.  In these courses, my thinking was that 
at a doctoral level course, there would be an opportunity to extrapolate; we get to dig deeper; we 
get to unearth or problematize and there simply was never that level of engagement.  I think it 
was never that level of engagement with that particular faculty member because he didn’t have 
the knowledge, skills or competency to engage.  So, the lack of engagement, the lack of 
interaction, signaled to me that my voice, my academic or scholarly voice was not welcomed or 
accepted in that space.  It didn’t have to be this explicit denouncement of my thoughts or 
perspectives, but rather a lack of engagement….the absence (Doctoral Student 1). 
 
I would say that my Blackness is the invisible man.  My maleness is going to be nonexistent 
because I have rarely seen where HRD has focused on men as a topic.  I think where HRD has 
given me more of an identity or a connection is as a Doctoral student.  So, the last half of that 
characterization…I would probably relate more as a doctoral student than as a Black Male in a 
doctoral program.  I don’t think that HRD cares about my Blackness or my Maleness.  I only 
think they care about me being a student, what I will produce and the work that I finally put out 
as a dissertation being acceptable according to the University’s terms.  I have never been asked 
by my program, “What has your experience been as a Black male doctoral student.”  I have 
never been asked about my experience as a Black student in the program.  I have never been 
asked about my experience as an HR/HRD Professional in the program.  I have not been asked 
about my experience PERIOD, which is one of the things that I think is very limiting to our 
ability to be more progressive and to grow (Doctoral Student 7). 
 
The way in which the professor gave me feedback…part of it made me feel as if I was not in the 
right program or that I couldn’t effectively meet the requirements of the program.  Some of the 
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feedback said, “My work wasn’t written on an academic level” and there were just a lot of small 
aggressions like that.  I began to think it was me; like I was insufficient (Doctoral Student 13). 
 
So, it’s hard to separate being a Black Doctoral Student from being a Black Woman who is a 
Black Doctoral Student, who attends class in a predominately White space, who is working in a 
predominately White space and processing the responses that, while on their surface may seem 
and sound affirmative and supportive, don’t always translate that way (Doctoral Student 3). 
 
The professor refused to acknowledge any circumstance from me that transpired in his class.  He 
just didn’t acknowledge me, but yet, would acknowledge others.  And when I say acknowledge, I 
mean he wouldn’t say, “Doctoral Student 11 that was good.” “Doctoral Student 11 that was 
dumb” …some indication that would let me know that he at least heard what I said.  He simply 
wouldn’t say anything.  He would just go onto another student….and whatever they would say, 
would be brilliant.  When I would contribute to discussions, he (White male professor) would 
never acknowledge my responses….NEVER…..NEVER.  So, you have to get through that, you 
don’t burn bridges and you move on right?  I felt like it might be an issue and I was the only 
Black student in those seminar classes (Doctoral Student #11). 
 
In the middle of a doctoral class, I began having back spasms.  Instead of leaving the room and 
potentially miss a portion of the lecture, I stood up, moved out of the way to not disturb students 
and tried to stretch my back.  The professor looked, was obviously irritated and demanded, in 
front of the class, that not only do I need to sit down, but that I should not be standing while he is 
seated.  Even after attempting to explain the circumstance, the professor used an authoritative 
tone to tell me what I was allowed to do in his class.  That was his way of keeping a Black male 
student in their place by evoking his power and influence as if we are in grammar school 
(Doctoral Student 2). 
 
If I am in his class, if I present something, he tears into me.  I try to look at it as he’s really trying 
to help me, but if other students get up he’s not as thorough.  So, I think those are some things 
that he will do quite often in different classes when I present.  He’s pretty lenient on other 
students especially White women (Doctoral Student 11).  
 
Need for Black HRD Faculty 
 
One of my foundational doctoral courses was comprised of approximately twelve (12) 
students.  The seating schematic was intentionally configured in a large square with the 
professor’s desk at the head of the class.  The square was comprised of tables approximately six 
(6’) feet in length - two students occupied space at each table.  In this layout, the professor had 
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access to presentations (electronic and hard copies), could orchestrate scholarly banter in class, 
while students could engage in debate with colleagues from any position in the room.  From my 
seated position, I faced most of the students in the class.  The professor’s desk was to my 
immediate left and only a few students sat to my right.  I occupied the same seat, at the same 
desk, each week.  My seat was located opposite the means of egress to the room.  Rarely did I 
deviate from that location unless our class was engaged in group projects. 
During the professor’s lecture, an International Asian student sitting directly across from 
me (we were facing each other) began shaking, emitting a variety of noises, and, at one point, 
even attempted to cover their face with their hands.  Initially, I misread the student’s actions for 
an illness; I believed the student to be sick and began looking for a garbage can to assist.  
Quickly, the student’s actions garnered the attention of the class.  It became apparent the student 
was attempting to manage the situation, but was overcome with emotion and began 
uncontrollably weeping just adjacent to and a few feet from the professor.   
  The professor quickly dismissed the class for an intermission.  As I arose from my 
seated position and began walking across the classroom to leave, I heard the professor initiate a 
discussion with the student in their native tongue, which I assume was Mandarin.  I felt a sense 
of compassion for the student and was equally proud the professor took quick action at the 
student’s signs of personal distress.  I also thought it imperative the professor had the 
wherewithal to use discretion by speaking Mandarin.  From my personal experiences with 
international students, rarely do they communicate to one another in English, so hearing a 
calming, compassionate voice in Mandarin is likely what the student needed at the time.  In that 
moment, the student sensed care and concern from the professor, which few could understand.  
Culturally, it was familiar. 
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As I left the classroom, I recall thinking, “All students should get to have similar 
experiences; where cultural phenomena work in conjunction with personal experiences.”  I was 
glad the professor was available, cognizant and willing to assist the International student, but I 
was also jealous.  I wished that I could also experience cultural comfort in ways that other 
graduate students were fortunate - inviting ways that Black doctoral students are unfortunate.  It 
helped me orient my existence in a way that I felt cheated in my graduate academic experience.  
My experience has been listening to professors detail research in countries where international 
students derive; professors speaking in cultural contexts about communities and phenomenon 
where they conduct research that only Asian-identified students are privileged enough to 
understand.  I deem that to be a significant personal cultural experience fortunate students 
gravitate to.  Those experiences help students feel welcomed, connected and validated.  Just as 
the professor spoke Mandarin, there are cultural engagements I would like to share similar 
experiences with professors which may make my scholarly plight more expansive, interesting 
and shared.  But because there are no professors in my HRD program that look like me, I am not 
afforded similar opportunities. 
Inclusion is a set of behaviors that leverage and honor the uniqueness of people’s 
different talents, beliefs, and ways of living.  Inclusive behavior transcends all differences among 
people by acknowledging and honoring the group identities we all possess while not being 
restricted by those identities at the same time.  McDonald & Hite (2010) posit that HRD needs to 
improve its dialogue surrounding diversity education.  More specifically, the authors suggest 
“developing students’ abilities to work with diverse others” (p. 386).  Recent research suggests 
having Black faculty presents a “role model effect” for Back students and race plays a significant 
role in how educators judge students (Gershenson, Holt & Papageorge, 2016).  These findings 
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support investing (and retaining) faculty who are inclusive of racial and cultural elements in their 
curriculum.  These measures have positive outcomes for marginalized student populations.  
 
Student Impact 
 
Not having Black faculty impacts Black HRD students in a myriad of ways.  Feeling a 
diminished sense of belonging and learning about aspects of HRD in a majoritarian, patriarchal 
cultural perspective are just two of those cultural impacts. The following are personal accounts 
raising concern about the lack of Black faculty in HRD:  
I don’t know what it would be like to have a Black professor, but it speaks to creating a space 
and the ability to seek diverse faculty and bringing them into academic spaces that might then be 
able to facilitate conversations, social experiences and phenomenon that, currently, don’t really 
exist (Doctoral Student 14).   
 
That would also be beyond the literature to include faculty.  Having diverse faculty…atleast one 
person!!!  It’s not that scholars do not exist.  There are Black HRD scholars that exist.  
Particularly there is not any official ranking, but for a program like Illinois who have faculty who 
are viewed as the ‘grandfathers of the field’…if these are well-renowned programs, why is there 
not more diversity?  At least in the faculty, in the curriculum….so beyond just the course work 
and course readings, curriculum that is specific to responding to diverse populations (Doctoral 
Student 1).   
 
I just feel as a Black student, if I had a Black professor I wouldn’t have to over-explain myself to 
the extent that I do.  It would just be nice…not to feel isolated and to not have to consciously 
activate another conscious.  To not always have to two constant strings of consciousness working 
in your head and decode something that comes out to be inclusive of the students in the class 
space and the professor (Doctoral Student 5).   
 
I think it is a significant problem and has a tremendous impact on the lack of enrollment of HRD 
students who are Black; they don’t see anybody that looks like them.  Back to my earlier/original 
point, which is that we have been enculturated and programmed to seek people who look like us.  
If you were in a foreign country and you are surrounded by people that look like you when lost, 
you are going to the person that looks like you to get directions because you speak the same 
language – verbally and nonverbally.  So, when Blacks don’t see a professor that looks like 
them, that immediately, subconsciously, places them at a disadvantage (Doctoral Student 2). 
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For me to see someone that looks like me, communicates to me that it is possible to complete my 
program.  Seeing someone that looks like me, communicates to me that it is possible for me to 
complete.  While our story lines might be different, our narratives might be different….seeing 
someone in front of the classroom engaged in the scholarship, that demonstrates to me that we 
exist in the scholarship (Doctoral Student 1). 
 
In HRD, there are no professors that looked like me.  I felt like my experiences were minimized; 
shut down.  There were some things that I was unable to share because I knew very well that I 
could not be understood and I could not express them.  I knew I was unable to get validation, so 
that has been a very difficult situation (Doctoral Student 6). 
 
It’s no different than my decision to attend an HBCU when you step on campus at (Unnamed 
University) and there are a bunch of Black Men, there is a comfort that derives from seeing 
people that look like me.  There is support or encouragement from seeing guys who look like you 
that are graduating and doing significant things in their fields like research academia, health 
industry, business or education.  They say familiarity breeds contempt, but it also breeds 
connectedness and confidence, determination and motivation.  “They did it, so can I.”  “They 
look like me…why am I the exception?”  Similar to joining a fraternity…a bunch of guys that 
look like you, who are like-minded, when you get together, they encourage you (Doctoral 
Student 7).   
 
I certainly would welcome an opportunity to not only have Black professors, but to see more 
Black faculty because I do not know if you can overstate the obvious, but having a diversity of 
experience…lived experience, which is inevitable if you have a colored skin that is not 
considered white.  Then, that can only serve to enrich the space that is created by that the 
program by that particular faculty member or professor (Doctoral Student 4).   
 
In some classes, I worked harder to prove to my professors that I belonged in the class; that I 
needed to be here and be included (Doctoral Student 6). 
 
I think experiences that Black students have in a program sometimes leads to the production of 
professors in that field = Black Professors.  It has to be very deliberate and the fact that we do 
not have Black Professors in HRD, is the very reason we are sitting here discussing this topic of 
race in a discipline that has been around for more than 50 years (Doctoral Student 6). 
 
We all need strength in diversity to understand and fully, effectively and efficiently solve 
problems.  To solve problems, you need the consideration and to have a good understanding of 
all the stakeholders that are affected.  You can’t just have White and/or Asian academics, 
scholars or PhD grads enlisted or asked to help treat some sort of HRD issue to treat an HRD-
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related issue impacting Black Americans.  That’s not possible.  They don’t have that capacity 
(Doctoral Student 4).  
 
Having that additional perspective, having the ability to even share dialogue, discourse, scholarly 
debate whether in class or in a private meeting, that has that kind of experience in not only their 
personal space, career space, academic space, could only serve to enrich my opinions in and of 
the program.  It’s simply adding an additional layer to a cake.  It’s like; you either get all vanilla 
cake or the swirl cake.  By its nature, I may not even like the chocolate part of the swirl cake, but 
having the ability to have it included provides for a richer experience of eating cake (Doctoral 
Student 3).  
 
So, to problem solve, to determine who is sitting at the table, to recognize who counts, who 
matters…..everyone needs to be aware.  I have been wondering lately:  It’s not just one, but it’s 
many…many of us (Doctoral Student 4). 
 
Mentoring 
 
The most discussed aspect of not having Black faculty in HRD relates to mentoring.  
Learning to navigate the intricacies of being a doctoral student is difficult.  Not having Black 
faculty to help mentor, sustain and uplift Black HRD students increases the hardship and 
likelihood that they may transfer to another program or quit the doctoral program altogether.  
Black HRD doctoral students felt strongly about the need to mentor students and those 
sentiments are captured in the following expressions:  
Certain people get mentored without having to ask.  When you come into a system - that 
mentoring just transpires.  But when you enter a system and you don’t see anybody that looks 
like you as a professor or nobody that looks like you as a student, it makes mentorship 
nonexistent and nearly impossible.  Whereas, another student would automatically be included 
and that has happened in both academia and corporate America…mentorship is included; it’s 
simply part of the deal.  It’s part of showing up every day.  And it takes a strong constitution 
from leadership to say, “We want everyone to be mentored” (Doctoral Student 2). 
 
I’ve had to seek support outside of the HRD department.  I had to realize what I could and 
couldn’t get from the department.  I learned that I had to go outside of the department and what I 
was able to get from other departments.  I learned to seek the support of other students, in other 
professors and students beyond the department to learn from them and see how they could sculpt 
my PhD experience (Doctoral Student 6). 
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I have seen other people get mentored; meet with their mentors weekly, publish with their 
mentors, know their mentors, even teach with their mentors.  In a sense, you see yourself starting 
to build a career, but in HRD there are few professors and many students, sometimes this is 
selectively done (Doctoral Student 14).   
 
So, it is not so much what it (Black Faculty Mentorship) would bring, but what’s missing when it 
is not available, when it isn’t there.  People say “you can’t miss something that you’ve never 
had,” but you absolutely can when you think about the limited potential for it not being there.  
Because clearly there is a limit to what you can do if the possibilities of something else are never 
explored, included, prevented.  And so, my hope would be that having experiences with Black 
professors and Black faculty would help to create a more well-rounded and comprehensive 
program.  Not only includes the improvement of the student experience, but also invite elements 
of innovation and creativity that may not have explored or exhausted yet right?  If all you have is 
what you’ve always had, then how can you expect to get anything different outside of that 
(Doctoral Student 3)? 
 
There were a few things that I came to the program searching for that I didn’t find immediately.  
Some things I’ve received, but others I will never receive.  Some things I was able to find in 
other spaces, but some of them I have learned that I will get them elsewhere; maybe where I will 
start in my career (Doctoral Student 6). 
 
I would make the statement that for me, in order to have an appropriate, strong, enthusiastic, 
energetic leadership, I had to go outside of the division of HRD to experience success and 
accomplish academic milestones of acquiring a PhD credential (Doctoral Student 4). 
 
That’s where it would be really helpful if they brought in empowering opportunities towards 
diversity to discuss different issues, domestic issues.  I think that would be very helpful to where 
if you hired the right faculty members that are not just interested in international endeavors or 
international HRD endeavors, but just as interested in Latino, women (gender) diversity in HRD 
would be incredible.  The way I feel here, is that Women might be acceptable topics of 
discussion, but not Black Women or Latino Women….that entire spectrum (Doctoral Student 4). 
 
The impact my mentor has had on me is that we are Black Women, we are Christian and that sort 
of alignment helps for me.  She’s really been a sounding board.  I signed up to be a reviewer for 
a track and she came back and said, “you’re going to do great.”  My advisor never 
responded…he never said anything.  She was very encouraging. I feel like she has an impact on 
whether or not I do well because she will encourage me, So, that’s the impact that she can have 
on the students.    
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That’s how I got into my program because of a Black woman.  She took a special interest in me 
and I think she did so because of my Blackness.  I think because of that, I have been able to 
present at a conference, co-author journal articles, etc.  I think if I did not have this Black 
woman, with her Black experiences…I can’t imagine where I would be right now (Doctoral 
Student 7). 
 
Recently, I have made it a goal to seek other professors whether it is within COE or beyond to 
get more exposure and diversity to create my committee that may not be within my college 
(Doctoral Student 8). 
 
I have learned to use a lot of the HRD principles – a lot of change management topics, 
competency modeling to help other people, other women who look like me.  I do have 
conversations with them about things that are obvious to White Women that are not so obvious 
to us in terms of how certain behaviors that they get credit for naturally having or are naturally 
more deserving, which we have to work a little bit harder at.  So it’s not so much that they’re 
looking for what’s in your brain, they’re looking at your behaviors and that is the thing about 
mentoring that we don’t always get.  When I start to break it down into competencies, they begin 
to recognize areas where their White counterparts are faring a little bit better than them in some 
situations because there are certain behaviors that they have learned to exhibit that – unless we 
are mentored, we don't know that’s how the game is played (Doctoral Student 9).   
 
HRD Impact/Black Practitioners 
   
 It is not beyond question that emerging scholars attend specific academic institutions to 
work with specific professors based on the faculty member’s scholarship, knowledge, teaching 
style, etc.  All of these attributes can be attractive to potential scholars.  Hence, itis not too far-
fetched to suggest a number of Black faculty members have the propensity to teach concepts 
from a unique cultural lens, conduct scholarship in communities never before considered, help 
young scholars orient research designs and spark their interests towards practice.  Hence, in this 
capacity, the addition of Black HRD faculty could signal an increase of Black HRD practitioners. 
 During fieldwork, the following sentiments concerning Black HRD practitioners and 
their significance to the field were conveyed by Black HRD doctoral students:   
The value-add is countering the dominant narratives that already exist in the literature.  If we 
don’t….if there isn’t participation by Black practitioners, then we won’t know what 
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marginalizing, oppressing or positive and uplifting experiences that Black folks are having in 
their work spaces.  We simply will not know.  It is assumed that a voice is representative of all, 
but we know that to not be true because there are bodies and bodies of literature from other 
disciplines that suggest that folks experience the world differently based on several different 
contexts and race is one of them.  If we don’t have that level of contradiction in HRD then we 
are missing what some of the foundational bodies of work have already established to be true 
(Doctoral Student 1). 
 
It would be nice to have any direct insight to how HRD is practiced in organizations, but to have 
that from a Black person.  I think it could help me to obtain from them their insights to determine 
if what I am thinking is validated.  And to learn about what other things that we don’t know 
about…they could shed light on a lot (Doctoral Student 13). 
 
First of all, you have to get HRD to back off of thinking it has to have this distinctive identity.  
We are so busy attempting to define ourselves (HRD), we are losing the definition.  I think there 
are a bunch of Black practitioners out there, but they wouldn’t know how to make some of those 
networking connections because HRD is so narrowly defined. Maybe we shouldn’t be two ships, 
maybe we should be the same ship.  Maybe the field is HR and HRD & HRM are specialties 
(Doctoral Student7). 
 
Not only someone in HR, but in leadership positions to make change, the power to evoke change 
AND being Black?  Looking at that being a young employee? Damn!  If they see that, it gives 
them an opportunity to think, “Let me do that” or “What have they done so that I can be in a 
position like that?”  If they don’t see that, then they think, “I may as well not work hard because 
I don’t have an opportunity to move any higher.”  That is a powerful position and it’s 
inspirational for people to be able to see that and aspire to want to be in similar positions.  It’s 
inspirational and people want to be in positions like that when they see it.  If I don’t see people in 
positions like that, then how do I know that it’s attainable (Doctoral Student7)?   
 
Emergent Research 
To better expand my ideologies of diversity, race and research pertaining to marginalized 
populations, I attended an American Educational Research Association (AERA) conference to 
better discern how these topics are positioned in other academic concentrations.  I had no 
preconceived notions about the conference aside from the fact that I knew it was well attended 
by graduate students from my institution and that it was a large conference.  To my amazement, 
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juxtaposed against HRD, I noticed some very stark differences in relation to conference 
attendees, the variances in research and freedom of discussion. 
Before I attended a single session at AERA, I garnered the conference was both 
welcoming and inclusive.  As I entered my hotel to check-in, there were myriads of people 
strewn all throughout the seating area located on the first floor with conference lanyards 
adorning their collars.  I was taken aback by how many Black and Brown people were 
participating in this conference.  Black, African, Latino, Native American, Asian, and Pacific 
Islanders – everyone was reflective and represented in this lobby.  I recall thinking, “If this is 
what my hotel lobby looks like, I can only imagine how diverse the sessions will be.” 
The sessions of the AERA conference were not only indicative of the melting pot I encountered 
in my hotel lobby, but the research being conducted and the attendee’s responses to the research 
were most memorable.  The AERA conference offered something for every scholar’s interest.  
The topics covering race, racism, and Blackness, were limitless; some of which was due to the 
sheer volume of attendees.  However, the support for critical perspectives, for questioning 
commonalities and antiquated perspectives was reinforced in every session I attended.  
Questioning, challenging and debating narratives were not simply sentiments murmured in a 
graduate classroom; at this conference, it was the expectation.   
I remember feeling a sense of kinship with the attendees and the AERA conference.  That 
kinship did not derive from time spent developing relationships with scholars or faculty, but I 
was in an environment listening to impactful, scholarly work that approached topics in a way that 
did not have to apologize for being brash, honest or sharing hurtful experiences.  No words at 
AERA were mixed, nobody held back – they did not have to.  I also felt humbled by seeing so 
many scholars that looked like me.  Even those that were not Black, had a sense of cultural 
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acceptance, recognized that their plight was impacted (in some way) by my plight and were 
readily aware their scholarly compliments to the academy impacted change.  I wondered, “When 
will HRD welcome dialogue like this?” “What happens to the students that cannot have these 
experiences at an AHRD conference in this way?” “Where do students go that do not want to 
conform to the mainstream ideology of HRD, but desire to be heard?” Lastly, I remember 
thinking, “This (my attendance at AERA) must be how comfortable, welcomed, supported 
international students feel attending AHRD conferences.” 
 Although the concept of workforce diversity is an impactful area of study for 
organizations, significant literature exists concerning the plight of diversity and multiculturalism 
in HRD.  Some scholars allege diversity-related topics in the classroom are not practiced within 
the confines of HRD.  Kuchinke’s study (2002) suggests that only 44% of HRD graduate 
programs cover diversity-related topics.  Bierema (2010) conducted a study analyzing HRD 
literature during a ten-year period to determine omissions of dialogue concerning diversity in 
literature is significant and that HRD is “not a leader in diversity research” (p. 569).  Others 
suggest that as organizations become more diverse, so too should the HRD curriculum (Hite & 
McDonald, 2010). These studies present significant concerns for the plight of research in HRD 
particularly in relation to Black students and perspectives. 
 
From Cultural Community to Scholarship 
 
Many Black and Brown students of color desire to incorporate cultural or learned 
behaviors from their community in their scholarship.  Black American students often derive from 
communities where they learn their greatest accomplishments are centered in helping others.  
This cultural aspect of Blackness best explains why Black students desire to write about issues 
impacting people who look like them, communities from which they derive and cultural aspects 
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not included in Patriarchal, Eurocentric epistemologies.  Savas (2014) supports the use of CRT 
narratives to help tell stories of Black graduate students and argues “it is important to see how 
students of color develop tools and strategies for daily survival in the educational system by 
having strong family and community relations and holding their language and culture” (p. 511). 
Juxtaposing student cultural and community norms accompanying them to campus 
against experiences encountered on campus in relation to race, social class, and gaps in 
scholarship, helps Black students orient research interests to support those communities – both at 
home and on campus.  Black HRD doctoral students share similar experiences described below:  
When you think about home, home is welcoming.  HRD, to me, has never been welcoming.  
Candidly, even amongst the Black folks that participate in HRD conferences, they aren’t even 
welcoming.  I know a lot of Black students want to write about Blackness but is that less about 
writing about Blackness and more about writing from a cultural sense of community.  We are 
taught to improve our community, help the greater good and not just self.  Those are cultural 
aspects that play a significant role in understanding, defining and considering Blackness 
(Doctoral Student 14).  
 
I also think a part of that responsibility involves me (even in those small spaces) to continue to 
use my voice to bring awareness to what I think is missing when or wherever that is.  It’s not 
going to lead to a change overnight, but it’s like a steady drip that wears a hole in the rock.  A lot 
of what we do isn’t for us, it’s so someone else won’t have to do it.  I believe that is often not by 
choice….the case with minority populations doing anything because the truth is there have been 
far and few between of you before you and your goal ends up being or trying to continue being 
just another drip that’s gonna wear a hole in that rock.  You are likely not going to see the hole, 
but whatever effort you make toward that end is going to contribute towards somebody else not 
having to be the same drip and in the same place that you were.  Maybe their drip will be closer 
to creating that hole in the rock.  But, I’ve recognized even in wanting to challenge majority 
thoughts and dominant structures (Doctoral Student 3). 
 
We are forced to be creative to extend what we want to talk about to match what they think we 
should be talking about.  It’s a lot of pressure on us as Black students to meet those two 
demands.  If I was a White person and all I thought about was HRD and I got to just think about 
pieces of the puzzle:  leaders, organizations, groups, training….it’s like, “What are you even 
talking about?”  None of that matters to me, it’s about how those things apply to certain 
dynamics of that entire sphere and it’s not working for Black people.  It never fuckin’ works for 
me, so I am always inserting my Blackness into it ya’ know (Doctoral Student 5)?   
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And so, in that particular moment, I will not forget it, I knew that it wasn’t coming from an ill 
place, they simply don’t get it.  It’s not even their fault.  Why would they care?  Because they 
weren’t raised in a position to think about people outside of themselves.  Everyone knows the 
plight of Black folks, but to really consider why is it still pervasive, why is it still happening, to 
solve that mystery…it was too much, it was too deep.  But, I like to go to the places, I like to go 
to those levels because those things can be undone, they can get better.  Maybe not be undone, 
but they can come to light, but once it comes to light I fear that I am going to get the same 
reaction as the HRD professors in my classroom – just not getting it (Doctoral Student 5). 
 
So, I feel like I am always preparing myself for any potential responses to my areas of interest.  I 
say that because my areas of interest are around bias, implicit bias…..but it’s always in this, I 
feel the term radical is too far of a stretch, but I think it can be a good word.  I don’t think that 
others in my cohort were looking at issues like this to pursue or developing conversations about 
problems of practice, issues with research that were meant to give voice to Black people or 
women, but in general, any marginalized population.  I want my research to be valuable to others 
that look like me…if I were a homosexual, Latin male; I would want my research to be valued 
and helpful to other homosexual, Latin men.  That’s how I feel about my space now, I want my 
areas of research or topics to be relevant, important and valuable for people who share my 
demographic composition, which would be Black, professional women.  I prepare myself for 
what any response of sharing my response to those questions might be.  So, I feel like I am 
always on the periphery of some of what I process and consider to be the more safer areas of 
research.  So, going into that kind of space, like presenting a poster and I might be the only 
person with a topic even closely resembling mine creates some anxiety and a feeling of 
otherness. 
 
HRD Curriculum 
 
One can argue a good amount of HRD literature contains cultural research gaps because 
the lenses from which HRD was developed are quite linear; many of those lenses are not 
inclusive of phenomenon impacting others of varied social identities (gender, sexuality, race, 
social class, etc.).  That said, it is not the position of the author to suggest each piece of literature 
and scholarly discourse needs to be developed around a multitude of social identities in order to 
be valid.  The fact some scholarship in the academy is not inclusive of my lens is not my 
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concern.  However, my concern increases when my scholarship is considered less than or 
exclusive because my scholarship does not include their (majoritarian paradigm) lens. 
Black HRD doctoral students’ contributions to this study also focused on their 
experiences with HRD curriculum.  The following are personal accounts of experiences where 
the HRD curriculum and student’s Blackness merge:  
The same things that we are talking about in our social spaces, there is this avoidance right?  
Some of it is avoidance…..”I don’t want to talk about that which makes me uncomfortable.”  “I 
don’t want to talk about a thing because it may mean that I may have to accept accountability for 
its existence.”  Bringing a thing to bear for those who may fear what bringing it to bear may 
reveal about themselves is a challenge.  And, I think, academia was designed to be an elitist 
organization collective.  It was always mean to be exclusive.  The ability to determine what is 
and isn’t worthy of attention, the ability to determine who will and who will not have a voice, the 
ability to determine who and what is and isn’t important has been at the heart at academe since 
its inception right?  It was meant, education was meant to be the great differentiator…the great 
divider.  For people of color, your families teach you that it’s the great equalizer.  It’s the thing 
that provides you leverage and power in a society and in culture that was designed to remove that 
power (Doctoral Student 3). 
 
If you can identify that there is an increased discourse in the political/social environments, why 
do you think it’s the case that it doesn’t transpire at AHRD conferences or in HRD literature for 
dialogue, empirical research and discussion for these issues (Doctoral Student 14)? 
 
You go get education because that creates balance right?  It’s the equalizer…it creates balance.  
So, you apply that to this idea around idea an academic institution, who is responsible for 
creating a conference, who is responsible for determining what is and isn’t responsible for 
having a platform, space, attention, a room, posters, developing an audience and you run into all 
of these things that play a part in that, but at the heart of that is the thing that is still 
uncomfortable.  Because, to bring it bear means that there has to be a level of accountability that 
the thing that these people might actually be addressing is part of something that you have been a 
party to creating, perpetuating, reinforcing…this exclusivity, this idea that you let in what you 
don’t and leave out what you want to and if it makes them uncomfortable, that is likely the 
reason why you don’t see spaces carved out for more Critical Perspectives or Feminist Thought 
because it is giving voice to an otherness that for a long time that has been relegated to the 
outskirts, the margins, the shadows, the hidden places.  “If I give it light, it will grow.” “If I give 
it voice, someone will hear it.”  You cannot unring a bell.  These are the same people who 
possibly believe that All Lives Matter.  Not because they don’t see what’s happening in the 
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world, but because it’s more comfortable to suggest that “I don’t see color.  I see humanity.”  
Well, try telling that to someone who wakes up Black everyday (Doctoral Student 3). 
 
Because we’re an interdisciplinary field, I think it we should include….there should be reading 
required for masters and doctoral level students from disciplines/perspectives surrounding Black 
Feminist Theory, Critical Race Theory, Lat/Crit Theory, etc. to be able to further develop the 
understanding of the populations that we serve in general (Doctoral Student 1). 
 
How do you deal with politics in the workplace now?  How does politics impact diversity and 
race in the workplace now?  Google can certainly tell you.  It causes a problem.  Where is HRD 
in relation to Google’s incident or what about Uber’s incident?  Where are those US National 
issues that are impacting HR and impacting performance from a diversity standpoint?  You can’t 
tell me that it’s not an issue because all of the diversity/inclusion leaders in organizations are 
driving the conversation.  So, what is HRD doing?  Why wouldn’t HRD respond to those 
national issues?  Why wouldn’t you respond to that?  Why would you ignore those things?  How 
is HRD going to approach the reaction to the Trump administration?  There is a very clear 
behavioral element or HR element to Trumps’ presidency.  There are new elements of legislation 
that’s coming like the Workforce Investment Act and the shift from Career Technical Education 
how resources are being allocated for it because once upon a time, HRD didn’t ignore those 
things.  If you go back and look at some of the former articles…is there some sort of fear that is 
pushing HRD away?  What is it (Doctoral Student 7)? 
 
I think a very narrow scope of HRD exists.  This may be a way in which those who control of the 
scope of what HRD is from their lens use as a means of filtration. This absolutely transpires.  
This is an example of how power and privilege gets performed and demonstrated across the 
academy (Doctoral Student 1). 
 
And we are differentiating in what used to be and what is.  So yes, I agree that the narrative is 
controlled by the curriculum…..the books are stacked….they stack the syllabi with their 
published work and the list goes on in which they attempt to control it  
 
Social Justice needs to be part of the curriculum.  We, as students of color and of American 
descent, we don’t need to approach these professors about social justice in Government 
organization, NFP’s, it should be automatically reflected in their materials.  I take copious notes 
in all of these classes and I’m going to tell you, there has not been one occasion, being of color, 
having the same kinds of thoughts and ideas that come to mind, none of them have talked about 
Black Americans within Human Resource Development. Whether that’s practical applications or 
academic studies, research, nothing theoretical, no approaches, no models.  And, again, we 
should be the ones that are being exposed to those topics (Doctoral Student 4). 
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I find the papers that look at Black experiences in HRD are very peppered; there are not many.  
As a Black student, who wants to look for research relative to Black experiences in HRD…the 
fact that it’s not there impedes the possibility that I can conduct that research.  When you say to 
your advisor “these things interest me,” but you cannot prove the issue is valid; there’s no valid 
research on the topic ….it becomes impossible to conduct that research.  It emanates from the 
fact that professors and researchers in this area have a specific lens of HRD, so it looks as if you 
are reinventing the wheel.  The issues that seem very familiar, people think you are being 
emotional about it because you cannot show evidence of prior research, but you cannot show 
evidence within HRD simply because it has not been done (Doctoral Student 6). 
 
I’m not sure why it lacks the perspective unless the population (in HRD) is not conducive to 
Black people. I think that definitely plays a part in it, but it’s difficult to put a finger on.  I 
definitely think it is limiting.  I don’t know how you can have a field that appears to support 
different perspectives, inclusiveness, diversity and all that, but don’t have it on the other end.  
The literature, for example, doesn’t support it.  So, there will always be a disparity.  And often 
time, you know with writing, doing research, you know the references.  You know the 
perspectives.  And, not, just not knowing that that piece of it…I think is always going to limit the 
perspectives.  And, it makes it biased to a certain extent.  So, I definitely think there needs to be 
more reflection or honing in on that group or that issue, but just not quite sure how to (Doctoral 
Student 8).  
 
I think as Black students, we also need specific areas research that can be incrementally built on.  
We don’t have that because there is a lack of professors to do those kinds of research.  Certain 
professors research in areas of comfort, so if you look at Education, in Curriculum & Instruction, 
in Political Science, you have seen growth in research because, if you look at Black or race 
issues, they change every year….sometimes they change every month or week.  Therefore, you 
need to develop theories from the lens of those changes.  But if you don’t have a professor 
interested in looking at those aspects within HRD, then topics won’t emerge; the area remains 
stunted and that’s what I think has happened in HRD (Doctoral Student 6). 
 
None of the conferences in HRD paid attention to Black people or Black experiences in HRD as 
I recall.  No diverse topics (Doctoral Student 4).  
 
First, the work or research that you are doing demonstrates the necessity of the research – these 
questions that you are asking.  This research, it’s not just diversity, but the diversification of 
topics regarding Black Americans, Latino, underprivileged/underrepresented Americans 
considered minority that need access, opportunity, representation and assistance from all the 
variables of HRD that are discussed like: talent management, retention,….so your research is 
critical, but for all folks within HRD.  It’s important that everybody has access to it; domestic 
and international audiences alike because it’s important to understand to empower all people 
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including Black Americans, but all people from varied socio-economic statuses.  It’s important 
to help empower that population of people because that’s reality.  That’s inclusive (Doctoral 
Student 4).  
 
Combating issues like poverty…..we know that Black Americans are more susceptible to being 
impoverished, in this circular process where Black folks find themselves on the wrong side of a 
criminal justice system (that is punitive based on class and/or socio-economic status) or being 
in/out of work, that have weaker educations.  And that is something as a Land Grant University, 
we should be cutting edge by combating that.  That’s how Black faculty in HRD can help 
(Doctoral Student 4). 
 
To the field of HRD, I think it’s missing out on passion that could help the field achieve by leaps 
and bounds in forums, cultures and environments that HRD doesn’t currently conduct research 
in, write or research about.   Defined, directed, intelligent and prescribed passion is needed.  
Without it in HRD, you go nowhere.  If you are not passionate about what you are doing, why 
are you doing it?  Go do something else.  Go get in a room with a lightbulb and crunch numbers 
so you don’t have to deal with the public at all.  I think it is an incredible development 
opportunity that is missed for a lot of Blacks; just missed totally (Doctoral Student 2). 
 
I think Black perspectives bring an angle of pragmatism that is unmatched frankly.  The why’s, 
the wherefores, the ability to see the big picture, the ability to understand the reasons behind the 
reasons, the ability to see beyond the curtain, the ability to understand what is not being said, 
those are perspectives that HRD misses without Black research (Doctoral Student 2). 
 
I think sometime in some classes, as a Black person, your voice cannot be heard because we do 
not have a culture where we discuss race in HRD.  So, just about every class in HRD, whether 
you’re discussing Adult Learning or discussing work, whichever class….it’s definitely tied to 
elements of race, but you can never discuss race.  You don’t read papers that have to do with 
race. Professors don’t speak about issues concerning race and students won’t discuss it.  So, you 
can easily finish your courses in HRD without having discussed race (Doctoral Student 6). 
 
I have taken several HRD classes where we have discussed intersections and we are comfortable 
discussing gender, class, sexuality, but professors do not mention race.  As a Black person sitting 
there, I feel silenced.  Therefore, I really have to edit my discussion and only discuss around 
those intersections and avoid issues of race (Doctoral Student 6). 
 
Black Research 
 
CRT is a vital framework to tell stories (counter-narratives) from perspectives not 
previously considered.  Savas (2014) posits “CRT stories are crucial social events and 
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experiences that place the minority and their voice into the center, rather than the periphery. 
Therefore, CRT stories provide sociologists and other scholars with the minority’s social reality, 
including oppression, racism, discrimination, and victimization, which are usually ignored in 
traditional social science research” (p. 511).  Savas’ point is both relevant and important when 
attempting to understand how research agendas from Black HRD doctoral students are altered.   
Deriving from communities needing scholarly research coupled with a discipline 
disinterested in supporting those narratives, Black HRD doctoral students often find themselves 
at a disadvantage.   Moreover, faculty members will deploy tactics evoking power in their 
faculty/student relationship to move students away from these scholarly narratives.  Suggestions 
like, “you will not get hired in the field if you write about that topic,” or “you will have a hard 
time getting published if you move forward with that topic.” These are all scare tactics used to 
maintain a very limited scope of what they believe HRD to be.  This is HRD’s way of managing 
what is allowed in the field, the strategic nature in which the field grows, alters, changes, or 
develops.  And, if students aspire to have publications, graduate or gain employment, those 
deployed tactics come into play.  Black HRD doctoral students are left in a conundrum:  Is my 
desire to have my research included more important than graduating?   
The following are excerpts from fieldwork in which Black HRD doctoral students 
describe instances where their scholarship was dismissed:  
On multiple occasions, I’ve had several peer/professor –reviewed submissions to HRD journals 
rejected.  All of my narratives encompass a relationship that exists between HRD principles and 
Blackness.  I simply do not submit to HRD anymore.  What’s the point?   I look to more 
inclusive scholarly environments to submit my work (Doctoral Student 14).  
 
If part of the requirement to join the Academy is the submission of work, but the work I submit 
doesn’t fit the parameters of, what I would argue, are White privileged perspectives how do I 
win?  How do I gain acceptance to an Academy that refuses to be open-minded and recognize 
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these issues are HRD - they are simply being told from a different perspective that happens to be 
Black (Doctoral Student 12)? 
 
I think that for the field it would be helpful because again, I think your question prior was about 
the articles or literature about Black HRD professionals or Blackness in the field, I would hope 
that (it doesn’t necessarily mean that it would be) if there was more representation…not just 
teaching the current literature, but to then contribute and have very specific touch points around 
Black experiences in HRD or Black experiences in the workplace and not from an ATD or 
HRM-framework being practice-based, but in a critical perspectives type of a way.  I think for 
myself and for the field that would be very important (Doctoral Student 12). 
 
You enter HRD as a Black doctoral student with a variety of thoughts and expressions about 
scholarship. When you find out that the field doesn’t want you to be a scholar the way you want 
to be a scholar, it’s defeating, diminishing and not the kind of scholarship you’ve ever 
anticipated being moved away from (Doctoral Student 13). 
 
I try to stick to the theoretical aspects of phenomenon discussed in class spaces, but a lot of times 
it circles back to cultural issues of Blackness.  I don’t always want that and that’s not always my 
desire because if that was sincerely my objective, I would be in Black studies.  For me, it just 
seems to happen…it just naturally happens…it comes up and I feel compelled to give my 
perspective (Doctoral Student 5). 
 
White female professor who is a Feminist and her class creates space to facilitate and creates 
space for a lot of cross-cultural topics.  She teaches leadership, but her class included cross-
cutting issues with Leadership Theory.  Those cross-cutting issues being issues like Stereotype 
Threat and Intersectionality.  So, that intentionality to bring us to the space of having dialogue 
about issues that are vast is appreciated, but it’s also a departure from my normal experience and 
that experience includes even my practical experience.  It is, as I have seen, challenging to 
introduce intentional discourse about diverse representation without it being met, with what I 
perceived to be hesitance, resistance, apprehension, trepidation because this is still something 
that people are not comfortable with addressing.  This speaks directly to aspects of Critical 
Theory…as a person of a minority community (or not) you should be able to challenge the 
dominant structure, the dominate discourse/perspectives/systems or the normative experience 
that is existing.  You don’t have to be Black/Brown or any minority….that critical space is a 
questioning space to be able to inquire, seek information, ask questions.  There is a limited 
ability to ask those questions, but as a person of color, if inquiring about issues of diversity, I’m 
often met with resistance.  Resistance and diversity is not the same thing….seeing different 
people and creating a pathway to be inclusive and include the diversity in the organization was 
avoided (Doctoral Student 3). 
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I think they (HRD) are interested in keeping people in the program until they (HRD)…I guess 
maybe until they figure out what you are interested in and if it aligns with a traditionalist 
perspective of HRD.  I don’t know that to be the case because I didn’t share my research – I was 
too scared of the response (Doctoral Student 9). 
 
If HRD remains stagnant in relation in to the kinds of scholarship being discussed, if it’s limiting 
the kinds of dialogues that help people grow, if it is limiting the scholarly discourse of issues 
mirroring society, then there is no attraction (of Black students), those students won’t grow into 
scholars because of their experiences in the field or with the scholarship the field supports.  It’s a 
problem I don’t really feel anyone is talking about (Doctoral Student 13). 
 
My dissertation topic was around the population of Black Males.  One could argue that that was 
a very narrow group that I was focused on for my topic.  And it was suggested that nothing was 
wrong with the population of people that I was interested in talking to, but that maybe I should 
look at a wider audience so that my perspectives could be applied to a broader population of 
people and not solely Black males and HR Professions.  So, I began to relent off of that (topic) 
only from the perspective would wider access whether they are male, white, female, black brown 
or whatever would it be greater?  And, under the guise of I do want my research to be respected 
and referenced at some point, so I did give that some consideration.  And based out of my pool 
of participants, maybe I could focus my attention on Black Males by pulling information from 
my data set.  But it was suggested that I may not want to focus my attention there because it may 
not be the most popular and most accepted by a wider audience (Doctoral Student 7). 
 
I think it’s (research) accepted, but there are caveats to defining and determining acceptance.  I 
do think it’s accepted, but not fully embraced.  I don’t think any of the professors would have 
issue with or suggest that I not pursue topics of research I deem to be important, but I don’t 
necessarily believe they embrace the idea – there is no safe space, to discuss, develop ideas, 
concepts and to receive support.  I think that’s true because it’s not a space that the professors 
know, are in, understand, explore or have a working knowledge of.  I can’t tell you how many 
times I’ve heard, “Well, I really don’t know much about that,” “I’m not going to tell you no,” “I 
don’t want to stop your thought, but….” When it comes to addressing these topics in class, 
professors will immediately caveat the conversation by saying, “I don’t know much about this,” 
which immediately means to me, that I probably cannot expect for you to be the most helpful in 
what I will want or what I will need because this is a space that is not only unfamiliar, but 
uncomfortable (Doctoral Student 3). 
 
I think the first time I attempted to incorporate a Black perspective into my scholarship is when I 
proposed my initial dissertation topic.  I did it through my lens as a Black HR Professional and 
based on the feedback, that lens shifted.  After that, I no longer looked at my topic or my 
discussions in HRD as a Black person (Doctoral Student 14). 
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I have not, in its purest sense or clear form, seen an HRD platform, emphasis or any of that, or 
catering to any of the needs, circumstances or conditions or African Americans or Black males.  
When you think about the Black Lives matter movement, when you think about the current state 
of African American males and the police, I’ve not seen HRD take a special interest in special 
journals, articles, call for papers, conferences…I’ve not seen any calls for that (Doctoral Student 
7). 
 
Resistance Narratives 
 
Some Black HRD doctoral students believe an appropriate way to counter resistance is to 
create resistance narratives, which only works if their narratives are included.  Using critical 
pedagogy to take deeper dives into narratives like, Critical Race Theory, Black Feminist 
Thought, and Lat/Crit Theory can help carve out spaces using narratives that aid in telling 
conveying narratives from the perspectives of Black HRD doctoral students.  The following are 
excerpts from fieldwork regarding Black HRD students’ perspectives towards creating resistance 
narratives: 
I don’t want to resist – I would rather be included.  I would rather HRD include me, people who 
look like me, narratives that are not singularly-focused.  Instead, I have to make a determination 
if I am going to resist, if I am going to leave HRD or what my next steps are (Doctoral Student 
13).   
 
There is power in resisting.  There is also sadness in resisting as well (Doctoral Student 14). 
 
In order to make things happen, there was a resistance against the larger group.  At what point do 
people like you and I or others who are like-minded, with similar interest create the resistance 
and force them (HRD) to see, through separation, that this is important and that it means 
something….that there’s a collective consciousness, a collective movement, there’s some force 
behind it and there is some interest in it.  Not just us because we are Black, but there’s interest 
because maybe there’s some organization that needs to read about HRD initiatives in an HRD 
space that needs to read about Blacks in a leadership program or developing them or something 
like that, who knows (Doctoral Student 7)? 
 
Organizing around resistance is likely the right move, but I want to graduate.  I also don’t want 
to be emotionally and fiscally responsible for resisting.  I am paying for my education, which 
means I have to pay and fight for the right to research what I am paying for?  I just don’t know if 
HRD is worth it (Doctoral Student 12). 
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So, all throughout, I think I have felt that I have had to look for other spaces where I have had to 
develop a vocabulary about race other than in HRD.  As a discipline itself too - when you attend 
a conference, things are discussed to a level whereby if you have an example that emanates from 
a discussion regarding race, unless it has been previously mentioned (cited from an HRD 
scholar), it’s almost not welcomed for you to discuss it (Doctoral Student 6). 
 
So, in terms of resisting, I don’t think it’s more so a resistance…because you have to speak their 
language in order to be on the same playing field with them – if they don’t respect your 
scholarship and they don’t respect your work, they’re not going to care what you have to say 
because it just doesn’t work that way.  I think you have to not resist, but assert your 
dominance…assert your right to be in that space.  I don’t think that’s a form of resistance…I 
don’t know what you would call that, but having a brave attitude to show up and do the work and 
maybe you do that work better than them (Doctoral Student 5). 
 
Alternative Disciplines 
 
At one time, I felt a relationship with the field if HRD.  I was proud to be a member of 
the Academy and looked forward to sharing my experiences and perspectives with the field.  The 
plight of my doctoral program started because of my relationship with HRD and with the process 
of scholarly debate and discourse.  I was once told, “Someone is waiting to reach your research.”  
I took that sentiment seriously.   
Because of my interest in the Academy, I submitted to HRD journals and the AHRD 
conference.  My experiences with manuscript submissions were eerily similar and while every 
author sincerely believes their work is qualified for acceptance, I did not necessarily take 
exception with the process.  I was more disappointed in the obstacles surrounding the content of 
my submissions.  Meaning, my process of submitting manuscripts in HRD was just like that of 
other emerging scholars.  What changed, in my opinion, was the support of my manuscripts 
because the topics were deemed too critical. 
Each submission garnered positive reviews in the blind review phase.  However, the 
reviewers raised concerns about my desire to utilize HRD principles specifically related to Black 
people.  After pushback regarding my content, concerns around my submissions were raised like 
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the formatting of APA 6
th
 edition.  These concerns were then followed by issues focused on 
grammatical choices and critical positions.  When describing the circumstances of my 
experiences in attempted HRD submissions to a decorated professor outside of the Academy, the 
professor’s response was, “Why are you surprised?”  These routine behaviors helped me orient 
my position in regards to HRD.  I am eager to be the scholar/practitioner I choose to be and not 
how I must be positioned to gain acceptance.  If HRD is not ready to discuss variables of race or 
even if HRD is unwilling to participate in those discussions, I simply have to look to other 
domains for participation. 
Many Black HRD doctoral students have had similar experiences with their desire to use 
their Blackness as an element of their research.  However, because HRD does not support 
narratives of research pertaining to Black culture, students are seeking other avenues to submit 
their work.  The following are detailed sentiments shared from Black HRD doctoral students 
regarding their experiences with submissions to HRD and desires to diversify their scholarly 
academies: 
I’m not going to submit anything to HRD.  I think I’m going to submit my work to areas that are 
more receptive of my research.  I may be able to help only one or a handful of other students that 
look like me, but it’s unlikely to transpire in HRD (Doctoral Student 13).  
 
I am realizing that I need to find a few other homes.  I consider HRD my home, but I realize that 
I need to do more work in Adult Education.  I need to do more work in Ethnic Studies, I need to 
branch out.  I am attempting to understand, but many of these things are a distraction.  I am 
attempting to understand, to be strong with HRD and I’m fighting a losing battle (Doctoral 
Student 3). 
 
That’s why I didn’t even consider submitting my work to the conference (AHRD) this year.  
Honestly, now that I think more about it they (HRD) really don’t deserve it.  They really don’t 
deserve this fuckin’ work.  I have found another group of people who are sincerely interested in 
the work and share similar feelings in the phenomenon I am studying.  And, I recognize that it is 
not here (in HRD) and at this point, my dissertation is simply an extended assignment and I need 
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to get it done, obtain my letters and determine what the future holds for me, which is likely in 
some other field (Doctoral Student 3). 
 
There is a lot of privilege not afforded to us and we (Black people) are attempting to move 
beyond that and not use those experiences as a stumbling block.  That is what I find so 
impressive about your topic because I see a lot of innovation in that.  In which case, when I hear 
that your instructors want to move you off of your topic, the ignorance that they project in that is 
that your topic might not necessarily end up being for HRD…maybe it’s for a whole other 
discipline.  It may be for a small, Black college that needs to see HRD through another lens. So, 
that’s why I said to you the other week, whenever you see resistance in regards to the things that 
you are really passionate about, then those are the things you are called to do and must do.  And, 
the things that you’ve experienced, if they are incapable of seeing what it is you are attempting to 
do, then it’s just not for them either.  It very well could be for someone somewhere else.  You 
have identified a pain point and although I may not be telling you things that you can hear or you 
can use, but I can tell you that among us (Black students) you are hitting something that is a pain 
point.  And so I can see the ability of how your study is going to be able to help somebody.  You 
are attempting to be a trailblazer for somebody who maybe have similar experiences or gets what 
we (Black students) feel, what we experience.  I know you are approaching this from an 
academic perspective, but these are also everyday life experiences for Black people (Doctoral 
Student 9).   
 
Seminal Diversity Course 
 
Positioning diversity in relation to demographic fluctuations, many organizations will 
likely experience diversity in the labor force whether intentional or not.  Some HRD scholars 
recognize the strategic advantage diversity creates and suggest HRD should be helping devise or 
deliver these initiatives.  Kormanik and Rajan (2010) position diversity as a means to develop 
organizational leadership and sustainability.  The authors recommend “HRD practitioners who 
deliver or support such training would benefit from an academic program that addresses 
diversity” (p. 80).  Bierema (2010b) also supports competencies for HRD by arguing “it is 
important that institutions of higher education provide students the skills, knowledge, and 
attitudes necessary to work in diverse and global contexts.  Given HRD’s role in organizations, 
these skills become even more important for HRD graduates’ mastery. Education has a 
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responsibility not only to prepare learners to function effectively in a multicultural, global 
context but also to help learners take an active role in addressing social inequity and promoting 
social transformation” (p. 316).  Thus, HRD can be an active participant in preparing scholars to 
be organizational stewards of diversity education and training. 
In order for that to transpire, however, HRD must first acknowledge topics of race and 
diversity are vital to the curricula, the trajectory of students desiring to be practitioners and 
organizations.  Although uncomfortable, difficult topics of discussion are necessary for the 
growth of scholars and the vitality of organizations.   
During fieldwork, Black HRD doctoral students discussed their experiences with or the 
desire to participate in a foundational HRD course with curriculum focused specifically on race, 
diversity, inclusivity, social justice and other primary topics of indifference:  
Nor are there, nor have I experienced diverse perspectives in the classroom.  Specifically 
speaking to the narratives of marginalized, oppressed, communities…..diverse communities it all 
seems to be…my experience has been that the curriculum seems to be in a white, hegemonic 
framework and through that lens narrative.  Through that lens, even if there are diverse 
participants in the class, so again my experience has been with Asian-identified folks, they 
continue to perpetuate white, normative narratives (Doctoral Student 1). 
 
Well, if there would have been an elective on Black studies, Multicultural studies just out of 
sheer interest especially if there was some authenticity behind who was teaching it or would have 
had some interest in it.  I certainly wouldn’t attend the course if the person teaching it wasn’t 
Black/African American or had some credible approach to multicultural perspective.   If an 
African American HRD professor would be teaching a course, of course, I’m always looking for 
Brown people, so of course I would be drawn to that course.  Just to hear form their lens and 
their perspective to better understand how they look at things differently.  I am always going to 
look for different perspectives and ways of thinking (Doctoral Student 9). 
 
We took a Diversity class as part of my doctoral program and the only thing that approached 
dialogue and subsequent discussion around Black folks was the Tuskegee Experiment and as a 
matter of fact, that was in my Ethics course…it wasn’t even in a diversity course.  On second 
thought, we didn’t have a course designed around race.  I had a professor who designed a course 
and included some elements about race to it (Doctoral Student 7). 
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I had a diversity class – had I not had that class, I think of the experience I would have had 
without a diversity class.  It wasn’t offered in our foundational program in HRD.  That’s where 
there is a huge opportunity that is open that should be offered because how can you critically 
look at phenomenon in organizations – you have to consider culture, you have to consider other 
issues whether they are cross-cultural or outside of the Westernized world.  How can you have 
an objective view of something if we are focusing in on a lot of the literature and things like 
that?  So, I think what is absent and the missing element is these discussions need to be part of 
the curriculum.  A diversity class that is going to have deep discussion in these areas and learn 
about varied phenomenon (Doctoral Student 12) 
 
I got really frustrated when I was reading an article in class.  The article was discussing 
Intelligence Testing and whether these tests can be utilized to determine (criterion based) success 
in a role.  The article alluded to the fact that “typically minorities and/or Black Americans don’t 
test well.”  We didn’t even discuss this in class the following day.  It was never mentioned and I 
was so frustrated that I just didn’t even bring it up.  That one line will allow people to make 
decisions about people of color based on that – folks will read that and say, “Well the literature 
suggests that Black Americans or people of color are deficient or at a disadvantage and they’re 
not as intelligent as everyone else.”  Those kinds of things should not be included in literature or 
publications even if they are sort of true.  It’s a fallacy to suggest these things are true when it is 
positioned like that…when it’s just left there (without clarification).  So, if it’s some sort of 
diversity (diversity class) to give people some different perspectives of thinking and analyzing 
differently may have an impact (Doctoral Student 11). 
 
I took the diverse perspectives or diversity in the workplace course.  The class….one, it’s an 
elective.  Two, it’s not taught by an HRD faculty member.  Three, it’s a high concentration of 
non-graduate students or non-graduate student level students in the class.  But that was the only 
course that had the title of diversity in it.  So, my engagement in the class with other teammates 
allowed me to finally have an outlet to have conversation about history of diverse populations, 
how that relates to organizational culture or development or diverse leadership perspectives or 
anything that I wanted to include or involve without there being as much blowback (for a lack of 
a better word) in the classroom – that’s probably where I had the best opportunity to engage with 
folks.  Even then, it was very surface level.  So that was also the course that I think I experienced 
the most diversity; racial/ethnic diversity in terms of my experience and interaction with other 
HRD students (Doctoral Student 1). 
 
Well, I think what’s big today and trending is unconscious bias.  So, maybe that could be offered 
in a workshop at a conference or even within the contexts of curriculum.  It would be wise to 
review the curriculum and ensure that there are some components of diversity and make diversity 
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an aspect of the department and degree program.  I would offer some foundational course in 
diversity because that was not a part of my curriculum (Doctoral Student 11). 
 
We then fail to appropriately educate emerging scholars/practitioners who don’t even have to 
identify as Black; those who are major decision makers.  It is important for our White, Asian, 
Non-Black counterparts to be educated and knowledgeable about experiences of Black scholars 
or to better understand African-American communities and populations so that they know how to 
best serve those communities.  So, if there isn’t literature published about the communities, their 
experiences, their histories then how would people know how to best respond to them?  How 
would they know to develop a training session specifically about serving Black communities or 
rural Black communities…whatever the case may be…. if there is no literature about it, they 
would not be prepared to serve those communities appropriately.   So, I think about the 
development of allies and advocates because it is disproportionately non-Black folks in positions 
of power and authority making policy, budget, fiscal decisions about the direction of 
organizations, which impacts communities of Black and African-American individuals and their 
truths are not represented.  If those truths are not being represented, then we are not being 
culturally responsive (Doctoral Student 1). 
 
Impact of HRD’s Sustainability 
 
In 2007, Van der Sluis provided four (4) suggested areas in which HRD scholars should 
orient research, which are:  Diversity, Vitality, Professionalism, and Innovativeness.  Toracco 
(2008) positions the future of HRD in relation to how well HRD impacts stakeholders and the 
value those stakeholders (scholars and practitioners) experience with HRD.  Lee (2010) explores 
the future of HRD in relation to the impact globalization has on organizational change.  In sum, 
these scholars all offer positive suggestions for HRD’s future and its global impact.  However, it 
remains uncertain what the future holds for HRD.   
Black HRD doctoral students signal significant demographic shifts transpiring both 
domestically and globally; an inability to differentiate HRD from HRM (those outside the field); 
the inability to connect scholarship to practice; and, the refusal to broaden the scope of 
scholarship as behaviors that places the field of HRD in jeopardy.  These students question the 
sustainability of HRD:  
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You walk into this program believing the mission of the University, which says, “You can come 
here and be as creative and innovative and have as much scholarly discourse about all of these 
things that you want.”  But then, you find out that that really is not true in HRD.  That, for me 
and people who look like me, is very disheartening (Doctoral Student 13). 
 
So, if there is no recruiting initiative, then it is difficult to carve spaces out for discourse.   
Scholarly, the field does not want to include social justice/sociocultural issues, but HRD 
programs are moving in an executive capacity that involves more diverse populations of 
students.  Not being willing to change, to move, to grow is working in stark contrast of how the 
direction of the field is moving in order to remain both viable and relevant (Doctoral Student 5). 
 
I just wonder, might there ever be enough of us who care enough to continue to force 
through….I often ask myself, “Is HRD really worth my energy?”  I continue to think, “Do you 
(HRD) really deserve my energy?” “Is it that deep that I break into this field and try to be like 
this Black, scholarly practitioner?  Is it really that deep?”  I don’t know.  And maybe I won’t 
have the energy and maybe other people have said the same thing and it will just continue to 
exist in this very marginal way and HRM will do the work that needs to be done rather than 
HRD. I don’t know (Doctoral Student 1). 
 
And that’s another thing; we are not even on the same page with what HRD even is….everybody 
has a different lens of what HRD is.  So, it’s not set up right now to have large societal impact 
b/w we are not united.  So, there’s a lot of work to be done to undo shit and to make changes 
(Doctoral Student 5). 
 
The implications for HRD…..because it is so new, I don’t know if we have enough to sustain 
ourselves.  I wonder at what point the dying breed will die….and I mean, sure, they could have 
trained a new generation to continue and carry on the mantle that they have established, but I 
wonder how much more work do we have to produce to maintain this still relatively new field if 
we don’t diversify the literature…if we do not create space even for (at a minimum) the more 
process-oriented literature, but that comes from Black and Brown scholars.  I think that’s 
necessary (Doctoral Student 1). 
 
HRD is a place of privilege.  For HRD to even say, “this is how it should be done” derives from 
a place of privilege.  I think if they had their stuff together, they would be able to maintain that 
platform to have that great source of influence.  But, as we all know, speaking from a US 
perspective at least, they’re not always going to be able to influence people at work to the degree 
that they do right now.  The people at work, in corporate spaces, the places we discuss, the 
demographic is going to change.  It will be slow…getting to the ranks of where people of color 
need to be.  We are still struggling to fill (be assigned to) leadership positions at high regard, but 
it’s going to be what we are experiencing right now.  They (HRD) are talking about what they 
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are talking about but they’re not using the holistic lens.  HRD is exclusive and it’s not 
sustainable for multicultural environment; it’s not set up for that.  It’s set up for people in power 
to remain in power and give directives (Doctoral Student 5).    
 
They (organizations) are not talking about what’s happening in HRD, they are talking about what 
is transpiring with the context of business.  So, I have to situate myself to come in and talk about 
business even though I am talking about people and how they work in the organization. “Get the 
numbers up, get the business up.”  It’s interesting that they (organizations) don’t want to have 
discussions ABOUT the organization, they immediately want to jump into dialogue about the 
business right away; they want to discuss impact, profit, numbers, outcomes right away.  So, I 
even have to challenge myself to frame HRD in another lens to make myself marketable 
(Doctoral Student 13).   
 
I would say HRD doesn’t feel the drive or interest to imply their way of thinking to other things 
that do not concern the organization solely at work.  We have the tools to make a difference and 
it’s been accomplished at national levels.  There is a National HRD, International HRD and even 
a Social Justice HRD…there was an attempt to merge all facets of HRD, but traditionalists in 
HRD do not believe that it should be used as a practice outside of work (Doctoral Student 5).   
 
The field is missing out.  They are not tapping into a huge portion of the culture.  It’s like an 
untapped resource that could potentially be a game-changer.  HRD is only looking at one 
paradigm to help tell their story.  The field is only looking at one aspect (Doctoral Student 8).   
 
Bringing Black culture to HRD can expand the field even more because it brings with it a 
different point of view….a different point of view to research and study.  But it doesn’t seem like 
the field is receptive to that.  HRD is missing out on an untapped resource.  There’s just so much 
that could happen, so much that can indirectly be improved by mentoring, educating, bringing 
Black people into HRD (Doctoral Student 10). 
 
And we (HRD) place an emphasis on people.  So, we should be looking at people.  We are not 
HRM.  We don’t just look at systems.  We are not looking at that; that is how set ourselves apart.  
We are looking at learning and at transformation.  At least that’s my HRD (Doctoral Student 5).   
 
HRD has done a good job of carving out a theoretical space for what HRD is and what HRM is, 
but the practical problem is that there is little division between those two areas in the business 
world.  They simply do not have the same position that the scholarly field has.  Since HRD has 
not created space for itself in the private sector, there are not defined spaces for an HRD 
practitioner unless you are already working in that space.  In order for HRD to be sustainable, 
they have to have the practitioners to market their theories, their findings, their new applications 
of management, leadership, development and training.  Without practitioners to drive areas of 
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research, HRD will remain an area of concentration that a bunch of academic folks want to carve 
away from Human Resources (Doctoral Student 14). 
 
I wouldn’t recommend, “If you are invested in people, learning and you care about the position 
of Black people, you should go to HRD because your voice will be heard and you can make a 
sincere difference there.”  NO.   I wouldn’t say that to anybody.  I wouldn’t recommend that.  I 
wouldn’t do that because that’s not true (Doctoral Student 10). 
 
HRD doesn’t have a direction.  There is no direction.  We are not heading anywhere.  We are not 
moving towards anything.  We are just sitting here stagnant.  We continue to write about the 
same things over and over and over and over…there are no breakthroughs.  People aren’t’ even 
citing work at the extent that they used to (Doctoral Student 3). 
 
Think about it.  If HRD could, they would stay brick and mortar, in house, small, selective 
programs if they could.  But the level of exposure and influence that HRD has in academia is not 
as strong, and so what did they do?  Several schools that were once brick and mortar, altered 
their programs…UGA went to an executive-based program, George Washington went to an 
executive-based program, University of Illinois at Urbana-Champaign  just added an online 
element in order to attract people like you and me to keep the programs alive, to keep the field 
alive.  But what they don’t want, is you and me bringing that practitioner-based experience to 
their programs because that will challenge some of their antiquated theories, it will challenge 
some of the issues like the lack of inclusion with race, will challenge things they call diversity 
because here we (practitioners) are, we live in it and it’s not practical.  They (HRD scholars) are 
adept in theory, but they don’t have viable amount of students who are interested in their theories 
(Doctoral Student 7).  
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CHAPTER 5:  CONCLUSION 
In Chapter five, I will summarize my findings.  In addition, I will provide future 
implications for future research and a conclusion.  The objective of this study was to critically 
explore Human Resource Development and its relationship with diversity.  The three primary 
questions that drove this study were:  1. How do Black HRD graduate students perceive diversity 
in the field of HRD? 2. How do Black HRD graduate students perceive the field of HRD 
inclusive of Black American voices?  3. To what extent do Black HRD graduate students deem 
the lack of Black Americans in the field of HRD cause for concern?  
 
Summary 
My personal experiences as a Black HRD doctoral student were the catalyst towards 
developing this study.  Experiences at conferences, with other students, faculty and the HRD 
curriculum helped formulate the desire of this research.  I set out to help determine if the 
personal experiences I encountered were also encountered by other Black HRD doctoral 
students.  In addition, I wanted to initiate a critical discussion within the Academy to help 
promote variances in literature.  In essence, the objective is not to skirt the issue of diversity, but 
to invest in helping provide an alternative lens, making others more aware and, in essence, 
helping improve the field of HRD. 
In Chapter one, I suggest the field in higher education presents as diverse from the 
myriad of faces seen in classrooms and conferences, but it significantly lacks Black faces.  I 
noted discussions transpiring in HRD surrounding diversity, but that the field is not necessarily 
reflective of that discourse.  An analyzation of scholarly discourse from the AHRD conferences 
during a six-year period detailing minimal topics concerning Blacks, coupled with demographic 
information detailing the number of Black HRD graduate students at the University of Illinois at 
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Urbana-Champaign (UIUC), helps situate my concerns regarding diversity in the field of HRD.  
My problem statement helped formulate the study and was interconnected throughout.   
Chapter two provides a robust literature review focused on topics such as HRD’s 
definition of diversity, inclusion, culture, ethnicity and race.  Unraveling what those topics are 
and how literature in HRD defines them helps orient this study.  My findings agree with the 
literature review in the following ways:  First, HRD, as a discipline or practice, does not 
strategically define diversity.  Much literature exists suggesting how HRD should evolve in 
relation to diversity, but these approaches are linked to outcomes predominately related to 
globalization and diversification of organizations (Schuck, Rocco & Albornoz, 2001; Schuck & 
Wollard, 2010).  Second, empirical literature suggests there is a definitive lack of addressing 
diversity in HRD.  Although workplace diversity is an emerging focus in HRD, significant 
discussions about diversity are not fully transpiring (Bierema, 2010).  Third, little consideration 
has been given to race in relation to HRD literature (Alfred & Chlup, 2010).  Race is not devoid 
from the work environment or any organization; what transpires within organizations is often 
mirrored by societal settings.  Yet, the field of HRD lacks scholarly contributions relative to race, 
racism and ethnicity.  Fourth, little HRD literature exists exploring the cultural phenomena of 
Black people.  While organizational or business-related research is not exclusive to Black 
people, significant research exists that singularly analyzes HRD-related themes positioned in 
relation to International culture.  This both helps raise significant cultural phenomenon in 
relation to HRD, but is also inclusive of a broader HRD audience.  That does not appear to be 
abundant nor are there significant spaces carved out for Black perspectives in HRD.  Lastly, the 
infusion of race, diversity, ethnicity and culture are best accomplished when imploring or 
supporting research designs exploring those endeavors (Bierema & Cseh, 2003; Ross-Gordon & 
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Brooks, 2004).  Research participants’ detailed experiences suggesting their personal academic 
interests were thwarted or that Black experiences in HRD were minimal at best, suggests a very 
limited pathway towards inclusion.   
In Chapter three, I detailed my research methods and methodology. I further describe 
autoethnography, data collection/analysis and the analytical framework of Critical Race Theory.  
Included in this chapter, are the descriptions of research participants and their previous Human 
Resources or Human Resource Development experience.  Using autoethnography to describe 
personal accounts, I detail why the use of a storytelling approach provided for the most 
significant impact.  I discuss the process utilized for collecting and coding data from participant 
interviews, which, through a rigorous coding process, helped develop themes.  These themes are 
not independent of one other and provide significance in a variety of participant experiences and 
across social identities.   
Chapter four provides for the personal accounts of Black HRD doctoral students related 
to the following themes:  HRD & Diversity, Otherness, Need for Black Faculty and Emergent 
Research.  Within each theme and subsequent sub-theme, I provide detailed personal accounts 
supported by empirical evidence and the Black HRD doctoral student experience (storytelling).  
In addition, I provide personal autoethnographic examples of how my personal experiences as a 
Black HRD doctoral student are liken to others who participated in this study.  Lastly, in chapter 
five, I summarize my entire study and discuss the similarities found within context of the 
literature review.  I provide future implications that could be impactful for HRD. 
 
Unanticipated Findings 
 
Although this study presented a multitude of issues surrounding race through my personal 
lens and those of other Black HRD doctoral students, I was surprised by a variety of 
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phenomenon amassed during this study.  I attempt to capture the most poignant issues referenced 
below: 
1) Of the fourteen (14) research participants, twelve (12) had initial research interests involving 
race, diversity and inclusion.  Of those twelve (12) desiring to use HRD principles 
underpinned with sociocultural phenomenon, many were persuaded to change their topics.  
Lack of department support, issues impacting their advisor/advisee relationship and fear of 
retaliation from the field of HRD were some of the reasons students altered their research 
agendas.  Several students conveyed they were pressured to move away from sociocultural or 
social justice related topics.  Eight (8) of the remaining twelve (12) students altered their 
work to be more palpable for their advisor.  Only four (4) students are pursuing research 
designs that include race, sociocultural and/or social justice elements.  Students conveyed 
their desires to finish their terminal degrees and voiced concerns for support from their HRD 
department as reasons they were unwilling to pursue Black experiences with HRD.  Those 
responses were both unanticipated and painful. 
2) Without having had prior, in-depth dialogue with other Black students in HRD doctoral 
programs, I was intrigued to learn how many of our circumstances paralleled one another.  
Giving way to similar cultural contexts, the multitude of experiences transpiring in different 
states, universities and spaces not previously discussed, yet were ingested with the same 
cultural concerns was surprising.  In addition, I recognized oppressive behaviors exhibited by 
faculty members in HRD programs throughout the U.S.  They seem to be operating out of the 
same playbook – dismissing research, silencing students in class or conference spaces, being 
hypercritical of Black HRD student scholarship.  These behaviors pose significant concern 
for the student’s value of self, personal welfare and mental health.  HRD faculty members 
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that evoke this sense of “dominant racial and cultural power” (Kohli & Solórzano, 2012, 
p.448) are incapable of understanding its full impact. 
3) I did not anticipate the interviews being an emotional experience for the students.  
Conducting this study began as a means to bring attention to personal, cultural frustrations I 
experienced in HRD.  The interviews became an emotional release for students without 
outlets to share their concerns with others who can relate to their perspectives.  Although the 
literature speaks to the interview process being emotional (Ritchie, Lewis, Nicholls & 
Ormston, 2013), the feelings of the students were raw, strong and powerful.  Many students 
thanked the researcher for being a sounding board and allowing them to discuss their 
innermost feelings.   
4) Prior to initiating this work, I was aware that few Blacks attended conferences, which could 
transpire for a multitude of reasons; however, I did not anticipate the lack of HRD literature 
in relation to Black people.  Having participated in a variety of doctoral classes, engaging in 
scholarly discourse about issues relative to HRD topics, but having those discussions 
positioned in a context relative to International Asian-identified populations means the 
minimal scholarly discussion transpiring around racial, ethnic or cultural phenomenon, do so 
through an Asian lens.  That same opportunity is not available for Black HRD students.  
Discussing cultural elements which singularly impact Black people are not bountiful for 
Black HRD students.  
5) Because Blackness (race) is the salient factor across a variety of social identities and 
experiences in this study, giving voice to the narratives of students was more difficult than 
anticipated.  For instance, if a student experienced an issue with a professor at an AHRD 
conference regarding the need to position more research in Black communities, making sense 
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of how and where to position that data was cumbersome for this author.  While race may be 
at the fore, this example details how student accounts could equally be three separate 
counter-narrative experiences.  As the researcher wanting to give power to the voices of 
Black HRD doctoral students, determining how to best relay those stories across an array of 
themes, was challenging. 
6) An interesting aspect learned from discussions with these Black HRD doctoral students, was 
the acknowledgement of their livelihoods having been spent in singularity relative to their 
racial identification.  Independent of academia, professional work, or occurrences of leisure, 
Black students commonly recognized themselves as the only Black person occupying a seat 
in an education program, in the office, on a conference call, etc.  To that point, while students 
were capable of acknowledging mannerisms or behaviors in HRD transpiring in stark 
contrast to their racial identity, they are also adept at recognizing those same behaviors in a 
larger American-societal context.  Being able to identify those behaviors certainly increased 
the reliability of this study, but it was a poignant realization regarding the manifestations of 
race, how those manifestations are strategically managed and/or avoided by Black people and 
the amount of stress required to orient a multitude of situations in the context of race on a 
daily basis. 
7) Some perspectives varied between students enrolled in traditional HRD programs (on-
campus; brick and mortar) versus those participating in non-traditional (Executive) programs, 
which emphasize online/distance learning environments.   The researcher concluded many of 
the differences from fieldwork stemmed from daily variances in engagement.  Traditional 
students simply have more personal academic experiences engaging other students, 
participating in classroom environments or networking with professors.  In this study, non-
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traditional students did not have the same breadth of personal academic experiences as 
traditional students.  This difference did not diminish the experiences of non-traditional 
students; their academic experiences simply were not as vast as their traditional HRD 
program counterparts.  These are relative design facets of their distance learning programs.  
On the contrary, the professional experiences of non-traditional students were much broader 
and provided an array of dialogue referencing the interplay between scholarship and practice.  
Non-traditional students were more adept at managing a multitude of social identities in a 
variety of different professional settings.  The differences between these two learners did not 
negatively impact the research.  On the contrary, the differences provided for a richer 
approach to the study because the commonalities linking students together, derived from 
their Blackness.  Students experienced similarities in engagements with professors regarding 
their personal research, the lack of HRD spaces accepting of Black people and the lack of 
cultural responsiveness to Black students and communities.  These experiences transpired for 
traditional and non-traditional Black HRD students alike. 
8) Based on collected data, more racial diversity transpired in non-traditional HRD programs as 
professionals were seeking to increase their professional development.  Many Black HRD 
students individually sought their HRD programs.  Affordability, capability, location, access 
and the adaptability of the HRD program were some of the mentioned variables Black 
students desired when seeking HRD programs.  While HRD programs might not be moved to 
action by the lack of diversity in their programs, some racial diversification is transpiring by 
happenstance as Black students seek academic programs via professional and social 
networks.  
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Future Implications 
 
Emerging from this study are a myriad of future implications to be explored in a richer 
capacity with significant implications for the field of HRD.  This researcher recommends the 
following: 
1) HRD needs researchers who actively evaluate situations and occurrences in communities 
affecting minority populations.  The development of research opportunities beyond 
associated relationships with organizations and business outcomes will broaden the spectrum 
of HRD making it more tenable and a more attractive academic discipline.  According to 
Lyons, Ng & Schweitzer (2014), several complexities transpiring in the work environment 
give way to new, innovative and expansive approaches to HRD.  Again, “connecting 
scholarship to practice,” Collins (2012) suggests HRD should be responsible for, “creating an 
awareness of tangible ways in which HRD can help people. If HRD as a field continues to 
grow in this capacity, perhaps we will increase our capacities to truly develop humans—not 
necessarily only as resources, but as contributing, productive members of society” (p. 261).  
This, to me, is the responsibility of HRD.  
2) HRD could benefit from deliberately recruiting more Black students to the academy.  HRD 
covets dialogue about diversity and could increase perspectives in the classroom and 
organizations (as practitioners) if those perspectives are sought.  Conducting more research 
in urban communities with Black populations will undoubtedly help attract an interest in the 
work that HRD scholars/practitioners manage while also helping to develop and improve 
those communities.  That attention could also be a catalyst in the attraction of Black student 
scholars to the field of HRD.   
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3) As HRD programs evolve, they must devise measures to address the lack of Black scholars in 
the field.  In order to effectively recruit Black students, HRD programs must make a fervent 
effort to develop, seek, recruit and retain talented, diverse faculty. Black faculty can share 
similarities and/or recount personal experiences from their own academic journeys and, in 
some cases, act as confidants or mentors to minority students.  Moreover, Black faculty can 
alter the majoritarian paradigm and help all students learn in a variety of differing cultural 
capacities. Diversifying the Black student population of academic HRD departments works 
in distinct relation to the addition of Black faculty.  Attempting to improve one aspect of 
diversity on a University campus without including the other will only prove unsuccessful. 
4) As diversity and inclusivity measures have increased on college campuses throughout the 
country and student populations are becoming more conscious of multiculturalism via 
requirements of their academic institution, what requirements are being asked of faculty?  
Becoming more commonplace are requirements for student populations to participate in 
developmental opportunities to increase cognizance around implicit bias, bigotry, racism, 
discrimination, and microaggressions.  What collective measures are being asked of faculty?  
Are tenured faculty participating in similar measures?  Are there mandated campus programs 
for those responsible for teaching, guiding and instructing a diverse student body?  If these 
areas simply are of no interest to faculty, is it enough to suggest that indifference only 
transpires amongst student populations?  If HRD professors participated in professional 
development programs regarding race and Black experiences, would Black HRD doctoral 
students have the same experiences and feelings described in this work?  Many Black HRD 
doctoral students highlighted lack of knowledge, desire or unwillingness to increase support 
scholarship about race and diversity from HRD faculty.  That behavior has a direct impact on 
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research agendas, relationships and experiences of the Black HRD doctoral student.  
Opportunities exist for HRD faculty to increase their knowledge capacity around these areas 
and it should not be optional.    
5) From a Strategic HRD position, the field of HRD could gain value in better understanding 
the complexities and the differences in the manifestations of relationships that transpire 
amidst doctoral students in traditional HRD programs juxtaposed with those doctoral 
students in non-traditional HRD doctoral programs.  Unpacking the relationships, 
engagements, mentorship and inclusivity could help the field devise a more collective, 
cohesive plan for academic success.  From my purview, I see the strategic development of 
understanding the phenomena existing with these relationships similarly to any organization 
desiring to develop an engagement initiative for its employees.  Gaining information aids to 
the development of strategies geared towards providing students with the best experience 
possible.  
6) As American demographic shifts continue to evolve, how does HRD evolve?  If HRD 
intends to maintain sustainability as an interdisciplinary field, it too must evolve from its 
unwillingness to collectively support narratives that impact people responsible for 
organizational outcomes.  These changes will have significant cultural and racial implications 
and if HRD is strategic, the field could potentially utilize these changes to help rebranding 
efforts.  Where research efforts are pointed, who is invited to HRD programs for discussion, 
who is invited to college campuses to be the future scholars of HRD, strategically 
determining which learners can best utilize methods/concepts of Adult Learning, Workforce 
Development or Social Justice needs are just a few examples of how HRD brands itself as 
inclusive, increases notoriety of the field and positions itself as a strategic business partner 
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with the business community.  Without evolving and no intentional strategic direction, the 
sustainability of the HRD as a both an academic discipline and practice will be in question. 
7) Demographic strategists project by 2050; American populations will not have an ethnic or 
racial majority (U.S. Bureau of Labor Statistics, 2015).  Immigrants from Latin America and 
Asia have helped trends increase significantly over the last several decades.  These trends are 
growing because individuals migrated to the U.S. seeking a better life, create families and 
those families create families, which continues to add and alter the ethnic landscape.  These 
trends will undoubtedly manifest into changes organizations must ready themselves for.  
Religious expressions, racial ambiguities, professional development, mentoring, gender 
indifference, Federal/State regulations and pay equity are just a few complexities HRD 
scholars or practitioners are familiar with.  As the demographic landscape of organizations 
change, so too will the organizational familiarity with these aspects because as people 
change, so too do organizations.  Inasmuch, HRD should equally be anticipating and 
preparing for these transformations.  In order for that to transpire, however, HRD must be 
willing to not only broaden its ideology towards inclusivity of varied scholarship like LatCrit 
Theory, Identity Theory, Cultural Studies, Social Justice HRD, Critical White Studies and 
Feminist Criticism, but also support it.  As previously alluded to, changes in the demographic 
landscape can equate to positive outcomes for HRD if an alignment of mindset, strategy and 
marketing conjoin to position the field as an inclusive, knowledge-leading discipline.     
8) Byrd’s (2014) work with intersectionality in HRD is a positive start towards recognizing how 
multiple social identities can be impacted differently.   There exists some traction around 
issues impacting women in HRD, more scholarship can be developed around gender 
differences in education for Black HRD students.  The scholarship surrounding men in HRM 
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or HRD fields is very scant, which means the narratives of Black males is not currently 
considered or non-existent.  How implicit bias asserts itself in the relationships of Black 
HRD scholars, professors, practitioners is an interesting phenomenon, but how those differ in 
relation to gender is of interest to this researcher.  This is an area of scholarship that could 
use contrasting or comparative approaches.   
9) SIGs, or Special Interest Groups, have commonly been chartered around areas of academic 
study to which AHRD scholars make contributions.  Social Justice, Critical HRD, Qualitative 
Inquiry and even Leadership are some of the more common SIGs.  More recently, however, 
HRD recognizes newer SIGs, formulated around ethnicity, like:  China, Korea, India and to 
encapsulate others outside U.S. domain, an International SIG for students.  There are no 
Black American SIGs or definitive groups that recognize marginalized populations.  There 
are likely a multitude of reasons one SIG exists over another; lack of Black students 
participating in AHRD, lack of Black faculty to participate and/or a lack of scholarship, 
which are all relative examples of this author’s work.  Again, either knowingly or 
unknowingly, these measures send distinct signals regarding who is invited HRD spaces and 
the scholarship including certain races or ethnicities of people in HRD versus those who are 
excluded.  These signals are part of this cyclical relationship Black HRD doctoral students 
recognize exists concerning the lack of scholarship, Black faculty and Black students in HRD 
spaces. Until HRD acknowledges the issue and creates measures for impactful change, HRD 
will remain status quo. 
 
Conclusion 
 
This study was designed to capture the voices of the voiceless, to better orient their 
doctoral experiences in HRD.  HRD is not exempt from historical ramifications that have 
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subsequently marginalized the voices or positions of Black people.  Race does matter and it 
should also matter within the context of HRD - not solely as a best practice for organizations to 
follow, but as an incorporated behavior the field willingly welcomes and practices.  On the 
contrary, however, that arguably does not currently occur.  Black voices in HRD are minimal, 
recruiting efforts are questionable, research and scholarship generated in urban communities are 
non-existent in comparison to international interests and collectively, these variables ultimately 
have a significant impact on the field, as well as, in the organizations HRD is responsible for 
helping develop. 
There are several sociocultural factors that add significance to the lack of Black 
Americans studying or practicing HRD.  Lack of degree-seeking students, achievement gap, 
socio-economic status, higher education inflation, and a litany of other variables could help 
explain the lack of Black scholars and practitioners in the field.  However, as evidenced by this 
work, there appears to be little concern about the involvement of Blacks or the potential long-
term repercussions their lack of involvement represents in HRD.  If the field is not aware or does 
not view the lack of Black participation a concern, there likely will be no measures taken to 
neither evaluate nor attempt to fix this quandary.  
Problems exist within the field of HRD.  Some may argue that integral aspects of 
teaching Organization Development and Strategic HRD involves the voices of stakeholders - 
both internal and external.  If so, is that position theoretical and not practical?  If emerging 
scholars are taught to practice inclusivity in a work environment, but the field of HRD does not 
discern inclusive perspectives from a multitude of cultures, is that a hypocritical position?  Is it 
merely OK to say, “We cannot attract those people, so let’s not bother?”  Would that same 
position suffice if the variables changed and Nike, Google or Coco-Cola were the objects of 
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similar discussion?  If we acknowledge a concern exists regarding lack of involvement from 
Black people in the field of HRD, what is being done to counter this phenomenon?  If HRD is 
not seeking voices from Black Americans and systematically deploying conscious or 
unconscious measures to ensure those voices are not included in the field, that presents a larger 
concern.  In order for the field of HRD to be inclusive and connect research with practice, every 
perspective must be considered.  How valuable is leadership, mentoring, work life balance or on-
the-job-training if select perspectives are not being considered or possibly ignored?   
In summation, this research contributes to both HRD research and practice.  Minimal 
research exists supporting narratives of Black people in HRD.  HRD literature acknowledges 
race is an evasive topic (Alfred & Chlup, 2010).  Black HRD doctoral student experiences 
chronicled examples of how their Blackness is interpreted amidst their scholarship.  In response, 
this work adds critical counter-narrative scholarship designed to help the paradigm of HRD 
evolve from traditional, patriarchal, Eurocentric perspectives.  Secondly, this work will help 
academic HRD programs recognize that inclusivity cannot transpire in sentiment - it must exist 
practice.  HRD must develop approaches with several prongs to address the lack of Black HRD 
students and faculty by increasing curriculum, research and increasing the cultural consciousness 
for marginalized student populations - specifically those of Black students.  Lastly, impacting 
organizational outcomes with HRD measures originates in academic institutions.  By altering 
who has access to develop knowledge, more Black HRD faculty will inject new scholarly 
attributes; Black HRD practitioners will devise interventions for organizations and Black 
students will seek HRD programs to as a vehicle of change towards impacting Black 
communities.  Thus, considerably altering the landscape of HRD and further impacting 
organizations through a more diverse lens. 
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APPENDIX A:  DEMOGRAPHIC DATA OF HRD PEN INSTITUTIONS 
 
 
Table 4 – Demographic Data of HRD PEN Institutions, 2018 
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APPENDIX B:  IRB CONSENT LETTER 
 
 University of Illinois at Urbana-Champaign  
 
Consent Letter 
 
RE: BLACK GRADUATE STUDENT DIVERSITY IN HRD:  USING COUNTER-
STORYTELLING TO DEVELOP A CRITICAL AUTOETHNOGRAPHIC EXPLORATION 
OF EXPERIENCES, TRIBULATIONS & SCHOLARSHIP 
 
Dear Student, 
 
You are invited to participate in an interview that will explore the diversity of Human Resource 
Development (HRD) as a field.  Drawing upon empirical evidence regarding the impact of 
sociocultural issues in HRD, and more specifically those related to Black Americans, the intent 
of this work will be to provide a rational review that both underpins and validates the 
relationship between HRD and diversity.  More specifically, this study specifically analyzes the 
relationship between Black Americans and the field of Human Resource Development.   
 
The sustainability of Human Resource Development has always been predicated on the ability to 
attract, retain, develop and produce qualified individuals to meet the needs of organizations – as 
potential educators or practitioners.  In order to identify concerns amongst African Americans in 
the field of HRD, appropriate research must be conducted to insure that those voices and 
perspectives are both heard and included.  In order to accomplish this mission, the perspective of 
African American students is imperative to this study.  Careful consideration will be given to the 
use of shared information and framed in a context that does not elude to descriptive personal 
experiences with current faculty within the HRD department. You will be identified in the 
research by a pseudonym, random initials or numbers. You will not be identified nor will any 
information that would make it possible for anyone to identify you be used in any presentation or 
written reports about this study. Only summarized data will be presented at meetings or in any 
publications. 
 
The decision to participate, decline, or withdraw from participation will have no effect on the 
subject's grades at, status at, or future relations with the University of Illinois.  The potential 
benefits of improved ways of understanding and responding to diversification in HRD increase 
with maturation of globalized workforces in our society. These benefits outweigh the minimal 
risks associated with disclosing personal information (discomfort, assuring confidentiality)--risks 
that are inherent and necessary in the study design. The primary concern in this study relates to 
the privacy of participant statements.  These risks are minimal and are overweighed by the value 
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of the results to diversify HRD. In short, the risk is minimal, almost inexistent. The benefits of 
reflecting in such practices easily outweigh any risks. 
 
Interviews will last approximately two hours. All interviews will be conducted at public location 
selected by the participant.  With your permission, interviews will be recorded and transcribed 
later.  All recordings and transcribed material will be kept in a secure location and erased once 
data analyses have been completed.   All data will be stored in a locked desk at an office location 
off campus. Transcriptions will be kept in a secured and password locked computer to ensure 
confidentiality.  The investigator and research team will be the only individuals who will have 
access to the data.  If new themes develop during the interview, subsequent follow-up interviews 
may be conducted at a later date.  Finally, no presentation or publication of data will identify you 
as a participant. Information learned may be reported in scholarly articles that will not identify 
information about participants.   
 
If you have any questions regarding this research, please feel free to contact the Mikki Johnson 
at 217-202-6455 or via email at mljohnso@illinois.edu.  You may also call the RPI (Jessica Li 
217-333-7125 or jli2011@illinois.edu) if you feel you have been injured or harmed by this 
research. If you have any questions about your rights as a participant in this study, please contact 
the University of Illinois Institutional Review Board at 217-333-2670 or via email at 
irb@illinois.edu. You are welcome to call collect if you identify yourself as a research 
participant.  
 
---------------------------------------------------------------------------------------------------------------- 
 
By signing this form I confirm that I am 18 years of age or older and that I have read and 
understood the above consent form and voluntarily agree to participate in this study.  I also 
confirm that I have received a copy of this consent for my personal records. 
 
___________________________________           _____________________ 
              Participant Signature                Date 
 
___________________________________           _____________________ 
              Researcher’s Signature                Date 
 
 
_____ I agree to be audio recorded as a participant in this research for the transcription purposes 
 
Thank you in advance for participating in this research. 
 
Mikki Johnson 
HRD Doctoral Student – University of Illinois at Urbana-Champaign 
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APPENDIX C:  INTERVIEW PROTOCOL 
BLACK GRADUATE STUDENT DIVERSITY IN HRD:  USING COUNTER-
STORYTELLING TO DEVELOP A CRITICAL AUTOETHNOGRAPHIC EXPLORATION 
OF EXPERIENCES, TRIBULATIONS & SCHOLARSHIP 
Date: ____________________________ Place: ______________________________  
Interviewer: ______________________ Interviewee: ________________________ 
Demographic data 
1. How do you identify?:  Female  □   Male  □  
2. What is your academic status?:  Master Student □   Doctoral Student □  
3. What year are you in your current program? 
□ 1st semester □ 1 year □ 1.5 years □ 2 years □ 2.5 years □ 3 years □ 3.5 years □ 4 years 
□ 4.5 years □ 5 years □ 5.5 years □ 6 years □ 6.5 years □ 7 years □ 7.5 years □ 8 years 
INTERVIEW GUIDE 
Hello, ________. I appreciate you taking the time to meet with me.  I am Mikki Johnson, the 
investigator conducting this interview.   
The goal of this research investigation is to explore how Black American graduate students in 
HRD determine the field’s inclusiveness of Black perspectives.  This is a topic that lacks full 
understanding.  My goal in conducting this interview is to better understand how you feel race 
has played a significant role in your scholarly work in HRD. 
These questions will focus on your personal experiences in HRD in a range of experiences (i.e. 
conferences, relationships with students/professors, literature) in hopes to better understand how. 
This interview session lasts approximately an hour.  With your agreement, I would like to record 
our conversation to insure I capture your perspective. At times, I may be writing notes during the 
interview. The interview will be audio recorded for accuracy. Recordings are for transcription 
and analysis only and will not be released in any publication or report. Only the investigators 
will have access to your individual responses. 
Let’s go over the Information for Interview Subjects. 
The interview contains some personal questions about you, your experiences as an HRD student 
and your feelings about the field of HRD.  I want you to provide honest, accurate accounts of 
your experiences and personal feelings; however, should you feel uncomfortable with any of the 
questions, you can feel free to skip those.   
All information received from you will be strictly confidential. You will be identified in the 
research by a pseudonym, random initials or numbers. This information will be kept in an off-
campus office location.  You will not be identified nor will any information that would make it 
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possible for anyone to identify you be used in any presentation or written reports about this 
study. Only summarized data will be presented at meetings or in any publications. 
Your participation in this study is completely voluntary. You are free not to participate or to 
withdraw at any time, for whatever reason.  There will be no penalty for your desire to not 
answer questions or ending the interview.  The interview will not impact your employment, 
status, reputation or academic pursuits.   
 
Verbal identification of the recording: Date, time, place,  
Interviewer name: __________________________________________________________ 
Interviewee name: __________________________________________________________ 
Interview Questions 
Thank you for your time and assistance in the investigation.  Additional interview session may 
be scheduled in the future to allow for additional and follow-up questions. You will be offered 
an opportunity in the future to review a transcript of your interview for accuracy. If you have 
any questions I can be contacted at mljohnso@illinois.edu.   
Lead-In Question:   
1. What made HRD an attractive academic discipline to pursue? 
2. Can you describe your professional experiences prior to being an HRD graduate 
student?   
 
Research Question:  How do Black HRD graduate students perceive diversity in the 
field of HRD?  
In what ways has the field of HRD demonstrated its willingness to be diverse? Can you share 
some examples? 
 
1. Can you describe personal instances or circumstances that have made you question 
HRD’s diversity since you have been a graduate student in HRD? 
 
2. Can you describe your perception of and engagement with other students in HRD? 
 
a. How does your perception and engagement vary depending on racial or ethnic 
factors? 
 
b. Can you describe your personal feelings regarding HRD’s recruitment efforts 
of diverse student populations? 
 
Research Question:  How do Black HRD graduate students perceive the field of 
HRD inclusive of Black American voices?   
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As an HRD graduate student, can you think of experiences (literature, faculty, classroom or 
social settings) where you have felt like your voice as a Black HRD student was heard or your 
ideas included? 
1. Can you think of experiences (literature, faculty, classroom or social settings) in the 
field of HRD, where you have felt like your voice as a Black HRD student was not 
heard or your ideas included? 
 
2. Can you describe your encounters with research papers, conference proposals, 
presentations, etc., specifically designated to the experiences of Black Americans? 
 
3. Can you describe how it feels to be a Black American HRD student? 
 
Research Question: To what extent do Black HRD graduate students deem the lack 
of Black Americans in the field of HRD cause for concern? 
Can you describe your experiences with Black American HRD faculty?  
 
1. If you have had Black HRD professors, what impact do you believe they have had on 
you?  What impact might Black professors have on the field of HRD? 
 
2. Can you discuss the role of the Black American HRD practitioners and what effect 
they may have on the field? 
 
3. What is the detriment to the Black American community if Black American 
perspectives are not sought and included in the field of HRD? 
 
4. What is the detriment to HRD if Black American perspectives are not sought and 
included in scholarship? 
 
5. How could HRD be more inclusive of Black American’s perspectives?  Please 
provide some examples.  
 
Closing Question: 
1. What recommendations would you suggest regarding the field of HRD’s relationship 
with Black Americans? 
